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Preface 
'ith liberalization of the Indian economy, many changes are talcing place 
in the corporate sector. There is unprecedented pressure on Indian 
organizations to improve their performance. With increased 
competition, there is need to become cost-effective and efficient. Organizations, 
therefore, have to upgrade their work methods, work norms, technical and managerial 
skills, and employee motivation to face these challenges. Due to relatively easy 
availabihty of technology, more and more organizations will have easy access to 
sophisticated technology. Therefore, what will diiferentiate the successful 
organization from the unsuccessful ones will be the effectiveness of the human 
resources. Thus the importance of human resource development (HRD) is increasingly 
being reaUzed. Coping with changes in the environment, rising expectations of 
employees, new developments in technology and management systems have 
necessitated increased emphasis on HRD. In this new context, HRD has muhiple 
goals. These include: employee competency development, employee motivation 
development and organizational climate development. 
The public sector steel plant at Bokaro is faced with the challenges of new 
liberalized global economic environment. In the wake of delicensing, decontrol, and 
liberaUzation of Indian steel industry, it is facing the challenges of both global and 
domestic competitors. There is radical shift in the approach from being 'production 
oriented' to 'profit oriented' through greater focus on market orientation, cost 
reduction, customer satisfaction, quality improvement and operational efficiencies. 
Therefore it has a major task of developing its manpower for achieving liigher 
productivity, managing change and creating 'enabling ' environment. In the changing 
industrial and economic environment, study of HRD climate becomes imperative, 
which the managemeni may find useful for taking remedial actions. The objective of 
the investigation carried out has been to undertake a comprehensive analysis of the 
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HRD climate and organizational ethos in BSL. Based on the analysis, remedial 
measures have been suggested. Two instruments have been used to collect data on 
HRD climate and organizational ethos to make the study more authentic. Respondents 
were encouraged to express their candid opinion while filling the questionnaires. 
Statistical tools like, mean, standard deviation, and analysis of variance have been 
used for analyzing the data. 
While writing this thesis care has been taken to make comprehensive 
discussion with following chapters. Chapter 1 gives Introduction \a steel industr}' in 
India. Chapter 2 gives an overview of the Steel Authority of India Limited and Bokaro 
Steel Plant. The conceptual aspects of HRD and its evolution, has been discussed in 
chapter 3. Data relating earlier research studies have been coOected Irom various 
sources and compiled in chronological order separately for India and other countries in 
chapter 4. Study of HRD climate concerning the objective, methodology, instruments, 
sampling plan, data sources and statistical tools used have been discussed in chapter 5. 
Chapter 6 explains in detail the analysis of the data collected through structured 
questionnaires. Chapter 7 gives the overview of the findings and based on this, 
recommendations have been made for remedial actions. It also discusses the future 
directions of research. 
In light of the above discussions it may be mentioned here that there is 
considerable scope for the development and implementation of appropriate HRD 
programmes and interventions in Bokaro Steel Plant as well as \'arious other sectors in 
the country. Fhen we may ensure development of emplo}'ee competencies, d}'namism. 
motivation, and effectiveness in a systematic and planned way. These systems when 
objectively implemented should take the organization to newer heights of excellence 
for its survival and growth in the global market. 
N B MOHAPAIRA 
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CHAPTER 1 
Introduction 
ubiic Sector enterprises play a significant role in the all-round development of 
the country. They thus need to operate at the maximum level of efficiency 
and productivity. Productivity improvement in their working gives a fillip to 
national economy and prosperity for the entire nation. In order to introduce the spirit 
of productivity and efficiency in the workforce, there is a need to develop a new work 
ethic. HRD (Human Resources development) can play an important role in evolving 
that work ethic. 
The Public Sector enterprises have twin objectives - commercial and non-
commercial. In a Private enterprise, the process of goal setting is comparatively 
simpler and is primarily influenced by economic considerations. In a Public enterprise, 
goal setting is a complex socio-techno-economic process, which is influenced by the 
perceptions of different stakeholders, namely, employees, Government, politicians and 
society. 
1.1 Importance of Steel Industry in national economy 
Iron and stee! occupies an important place in the service of mankind. It is 
indispensable to modem civilization in peace and war. Its roots can be traced in India 
to ancient age. The science of steel making in India is approximately 4000 years old. 
However, its trade in the country mainly catered to the feudal requirements. With the 
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advent of railways and beginning of the modem industrial activity, it acquired new 
dimension by the end of the nineteenth century. The Kuiti iron works in Bengal made 
a major breakthrough as the precursor of iron and steel industry in India. However, the 
bulk of requirements were met through imports, as the colonial government evinced 
Uttle interest in developing indigenous industry. 
A historic beginning was made by Indian industrialists in the twentieth century 
with the setting up of Tata Iron and Steel Company, Indian Iron and Steel Company 
followed by the Mysore Iron and Steel Limited. These companies augmented 
indigenous availability of iron and steel besides creating a steel infrastructure in the 
country for industrial activity. But as the steel industry requires massive investment, 
the pace of development was slow. At the dawn of India's independence, the country 
produced not more than a million tonnes of steel per year. 
Pandit Jawaharlal Nehru called the steel plants as the modem temples. He 
foresaw that the industrial progress of the country requires firm foundation of iron and 
steel capability. With his initiative, three steel plants were set up and alongside, the 
related industries in minerals, refractories, heavy engineering and small ancillary 
industries etc. were also established. 
The industrial revolution divided the industries in three categories. The first 
comprised industries like arms and ammunition, iron and steel, coal, lignite, railways, 
shipbuilding etc. The second included the industries concerning machine fools, ferrous 
alloys, tool steels, fertilizers, chemicals, pulp, road transport and the like. The third 
category covered the industries, which did not figure in the 29 industries stated in 
schedules A and B of industrial policy resolution. The inclusion of steel in the first 
category is thus a pointer to the Government's chief concem to develop the steel 
industry in the countr}. The future of other industries as well as the all-round progress 
of the country is based on progress of steel industry. 
Steel thus, forms the backbone of the economy, especially of an industrial 
country. It has strong backward and forward linkages. The quantum of steel, which 
goes in to the production of different industries per unit of their production, would be 
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reflective of the true significance of steel to the development of the economy. Metal 
products, machinery manufacture, railway transport and defence are bulk consumers 
of steel. Iron and Steel use about a fifth of its ovra production in the iron and steel 
industries. 
Srinivasan (1990) has proposed a measure for understanding the significance 
of steel in the working of the economy through the use of regression analysis. He has 
provided quantitative measure of a causal relationship between steel and the GDP. The 
value of the regression coefficient for steel is 8.09. This, suggest that for one unit 
change in the level of steel products there is 8.09 change in value of gross national 
product in constant prices. This coefficient is statistically significant. 
It has been established as a worldwide phenomenon that during the early years 
of a developing economy, there is more use of long products and as the economy 
advances, there is greater consumption of flat products. In our country the 
consumption of flat product has gone up. It is 60 percent of total steel production. This 
is evidence of the greater industrialization of the country, which is mainly due to the 
impact of steel, among other things. In fact, India is accepted as a highly industrialized 
nation, in the developing world. 
Today the steel-making capacity in the country has reached to over 24 million 
tones. This figure is twenty times more than what was produced before independence. 
The steel industry has given to the country products worth thousands of crores rupees. 
In addition, it has contributed to the exchequer by way of excise duty and earned 
foreign exchange. It has provided jobs to nearly three lakh people in the country and 
many others who are engaged in the industries, wliich are directly or indirectly related 
to the steel plants. The steel industry' has thus played a significant role in the economy 
of the country. 
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1.2 Growth of Steel Industry in India 
As has been noted earlier, the roots of iron & steel can be traced to the ancient 
period. The first recorded effort to establish an Iron works at Birbhuni was made in 
1779 without success. Despite such failures, the interest in the industry continued and 
culminated in the successful establishment of the iron industry late in the 19* century. 
Srinivasan (1990) has traced the evolution and growth of Iron & Steel industry in 
India. 
The Barakar works at Kulti for pig iron was started in India in 1875 under 
Government of Bengal. The Bengal Iron and Steel Company formed in England took 
over the operation inl891. The modem Iron and steel industry in India owes its origin 
to the vision and foresight of Jamshetji Nusserwanji Tata who established the private 
sector Tata Iron and Steel Company (TISCO) in 1905 at Jamshedpur. Despite initial 
difiSculties, the company witnessed growth over the years. Tata steel had constantly 
modernized and increased plant capacity, to half a million and later to one million 
tonne by fifties. It has contributed significantly to the needs of the Government, for 
Railways and Defence, during the second worldwar. 
In 1918, the Indian Iron and Steel Company (IISCO) was founded by British 
interests in Bengal. At first IISCO restricted itself to the manufacture of pig iron 
primarily for export to Great Britain. The Steel Corporation of Bengal was promoted 
in 1937 by Bum & Co, which undertook the constmction of a steel plant in 1939 
adjacent to the Blast Fumaces of IISCO. Finally the IISCO absorbed the Steel 
Corporation of Bengal in 1952 to form the Burnpur works. Another small plant at 
Bhadrabati in Mysore was established in 1918. 
At the time of independence, the country had three iron and steel units as 
mentioned above, two of them in the private sector. Besides several reroUing mills and 
arc llimace steel-making units had come up with private initiative. The country had a 
capacity of only about 1.2 million tomies of steel. After independence, the needs of 
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rapid industrialization envisaged more requirement of steel and hence the need for 
more capacity for steel production was felt. 
For providing infrastructure base and to facilitate rapid industrialization and 
growth. Government of India formulated the industrial policy resolution in 1956. It 
emphasized the development of this core iodustry under public sector. The Hindustan 
Steel Limited (HSL) with its triplets (Bhilai Steel Plant, Durgapur Steel Plant and 
Rourkela Steel Plant) came into existence. The Government of USSR assisted in 
establishing one million tonne steel plant at Bhilai. Germany agreed, to assist in setting 
up a million tonne plant at Rourkela and Britain offered to help in founding a million 
tonne plant at Durgapur. The Bokaro Steel Plant was another landmark in the history 
of iron and steel industry in India. In the year 1965, Government of India entered into 
agreement with Government of USSR to set up Bokaro Steel Plant with financial aid 
and technical assistance from Soviet Union. 
As the demand for iron and steel increased, three more public sector steel 
plants one each at Visakhapatnam, Vijaynagar and an aUoy steel plant at Salem came 
into existence. In addition to these, expansion of production capacity of existing steel 
plants at Bhilai, Bokaro, Durgapur, Rourkela was undertaken. TISCO also increased 
its production capacity with modernization of rolling mills. 
With government encouragement for private investment in Iron & Steel sector, 
many private mini plants and secondary producers came in to existence in the last 
decade. Tliis list includes ESSAR Steel, Jindal Vijaynagar, Ispat Industries Limited, 
Jindal Strips, Lloyds, and Jindal Iron & Steel Co etc. 
Prior to independence, India had a capacity to produce 1.2 million tonnes of 
steel. Over period of fifty years after independence, the capacity has gone up to 24.7 
million tonnes. As per figures of 1997, the per capita consumption of finished steel is 
24.1 kg, export of pig iron and steel products is 3.14 million tonnes and import of 
fmished steel is 1.75 million tonnes. 
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Although per capita consumption of finished steel has gone up fi-om mere 2kg 
in fifties to 24.1 kg, it is far below the world average 114.9 kg (Steel Scenario, 2000). 
Therefore the steel production targets have been set high for the years to come and 
consequently, per capita steel consumption is also bound to go up. It is hoped that the 
Indian economy will register a surge forward in the future, with steel as a vital 
contributing factor to growth. 
CHAPTER 2 
Steel Authority of India Limited and Bokaro 
Steel Plant: An Overview 
2.1 Steel Authority of India Limited 
2.1.1 History 
'n 1972 Government felt the need for a suitable structure for the public sector steel 
industry for faster development. The Government sent a delegation abroad to study 
.the organization of government enterprises notably in the U.K, France and Italy. 
Based on the recommendations the Steel Authority of India Limited (SAIL) was formally 
incorporated at New Delhi on 24* January 1973 with an authorized capital of Rs 2000 
crores. The shares in the companies listed below and hold by the president of India were 
transferred in March 1973, to SAIL and the following organizations became subsidiaries 
of SAIL: 
Hindustan Steel Limited 
Hindustan Steel Works Construction Limited 
Bokaro Steel Limited 
Salem Steel Lin-iited 
Bharat Coking Coal Limited 
National Mineral Development Corporation Limited. 
Afterwards Metallurgical and Engineering Consultants (India) Ltd (MECON) was 
registered as a subsidiary of SAIL. Bolani Ores Limited and Metal Scrap Trading 
Corporation became subsidiaries of SAIL. Further, the equity holdings of the president of 
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India in MISL and IISCO were transferred to SAIL. SAIL International Limited was 
established in July 1974, as a canalizing agency for the export of iron and steel and the 
import of steel items. 
In 1978, SAIL was restructured by an Act with the assent of the President of 
India, "to provide better management and greater efficiency in the working of public 
sector steel plants." As a result of restructuring, public sector units located at Durgapur, 
Bhilai, Bokaro, Rourkela, Salem, Bumpur, Bhadrabati were brought under SAIL. The 
share holding of SAIL in HSCL, MECON, NMDC and Bolani Ores Ltd were transferred 
to Government, which in turn transferred the shares of IISCO to SAIL. It was decided to 
put the Visakhapatnam Steel Project, Bharat Refractories Limited and BCCL out side the 
purview of S/JL and to dissolve SAIL International Limited. 
2.1.2 Organization 
Today SAIL is India's largest and the world's ninth largest steel producer with a 
turnover of over Rs 16,250 crores. The corporate oflBce of SAIL is located in New Delhi. 
Its five integrated steel plants at Bhilai, Durgapur, Rourkela, Bokaro and Bumpur have a 
total capacity of over 12 million tonnes of crude steel. Three plants at Salem, 
Durgapur,and Bhadrabati are engaged in the production of special and alloy steels and a 
plant at Chandrapur, Maharastra is a bulk producer of ferro-alloys. SAIL's vast portfolio 
of long, flat and tubular products is marketed within and outside India. The function of 
major units of SAIL has been mentioned in table 2.1. SAIL's Vision Statement and Core 
Values are as follows. 
SAIL'S VISION STATEMENT 
To prosper in business by achieving international competitiveness through 
satisfaction of customer needs by continual improvement in quality, cost and 
delivery of products and services. 
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SAIL'S CORE VALUES 
1. Customer satisfaction 
2. Concern for people 
3. Consistent profitability 
4. Commitment to excellence 
All the steel making units of SAIL are equipped with ISO: 9002 Certification. 
SAIL has manpower strength of \,60,000. In order to improve productivity and reduce 
cost of production, the company plans to gradually bring down its manpower strength. 
In order to meet the changing needs of world market, it has constantly improved 
and modernized its plants to ensure that it produces quality products. However the 
company is passing through difiScult situation due to market recession, stiff competition, 
rise in input cost and interest burden on borrowed capital. It has akeady initiated 
restructuring and cost reduction measures to tide over the situation. 
2.1.3 Products and Markets 
SAIL j[ias a diverse and versatile mix of products and services. Its operation is 
backed by computerization and modem stockyards to enable quick response to customer 
needs. It provides world-class steel for railways, shipbuilding, construction, bridges, 
automobiles and many vital industrial applications. Some of the major industrial 
applications of SAIL steel have been listed in table 2.2. It is focusing on customized 
specifications for customer satisfaction. 
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Table 2.1 Major units of SAIL 
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
13 
14 
15 
16 
17 
18 
19 
20 
Steel Plants 
Bhilai Steel Plant (BSP) 
Durgapur Steel Plant (DSP) 
Rourkela vSteel Plant (RSP) 
Bokaro Steel Plant (BSL) 
Special Steel Plants 
Alloy Steel Plant (ASP) 
Salem Steel Plant (SSP) 
Visvesvaraya Iron & 
Steel Plant (VISP) 
Subsidiaries 
Indian Iron & Steel 
Company Limited (IISCO) 
Maharastia Electrosmelt 
Limited (MEL) 
Other Units 
Raw Matenal Division 
Central Marketing 
Organization 
SAIL Consultancy Division 
Research h Development 
Centre for Iron & Steel 
Centre for Engineenng & 
Technology 
Management Training 
Institute 
Central Power Training 
institute 
SAIL Safely Organization 
Environment 
Management Division 
Growth Division 
Central Coal Supply 
Organization 
Location 
Bhilai, (Chhattisgarh) 
Durgapur, (WB) 
Rourkela, (Onssa) 
Bokaro, Jharkhand 
Location 
Durgapur, (WB) 
Salem (Tamilnadu) 
Bhadravati, Karnatak 
Location 
Burnpur, (WB) 
Chandrapur 
Maharastra 
Head Quarter 
Kolkata 
Kolkata 
New Delhi 
Ranch!, Jharkhand 
Ranchi, Jharkhand 
Ranch!, Jharkhand 
Rourkela, Onssa 
Ranchi, Jharkhand 
Kolkata 
Kolkata 
Dhanbad,Jharkhand 
1 
Major Products 
Plates, Rods, Rails, Structurals, Merchants 
Structurals, Wheels & Axles, Skelp 
Plates, Coils, Pipes, GP/GC, Silicon Steel 
Plates, Coils, Sheets, GP/GC, TMBP etc 
Major Products 
Alloy and special steel 
Carbon and Stainless steel 
Alloy and special steel. Pig iron 
Major Products 
Structurals, Rails, Bars, Rods 
Ferro-alloys 
Functions 
Procurement of raw matenals 
Marketing of products in India and 
abroad 
Consultancy service to iron & steel industries 
Undertaking of R & D projects in Iron & 
Steel Technology 
Design, engineenng and project 
management 
Managenal development and training 
of senior executives 
Conducting of training programmes for 
personnels of captive power plants 
Implementation of safety practices 
Pollution control and environment 
management 
Manufacture and supply of spare parts 
Arrangement of coking and power 
grade coal 
Source Annual Report, SAIL 
Chapter 2 Steel A uthority of India Limited and Bokaro Steel Plant: An Overview 
Table 2.2 List of SAIL's customers 
Industry 
Railways 
Shipbuilding and Engineering sector 
Construction works, Bridges 
Packaging and Automotive 
Consumer durables 
Air conditioning ducts, roofing, paneling 
Motors, Generators, electrical applications 
Transportation of oil, gas, water 
Industrial and Consumer use 
Defence 
Type of steel used 
Wheels, axils, rails, plates, sheets 
Heavy plates, sheets 
TMT bars, rods, structural steel 
Steel plates 
Ultra thin cold rolled sheets 
Galvanized steel 
Electrical steel 
Steel pipes 
Stainless steel 
Special grade steels 
Source: Annual Report, SAIL 
Some major products of SAIL are being marketed under the following brand 
names: SAIL BoUer, SAIL TMT, SAIL NOX, SAIL Marine, SAIL TOR, SAIL 
Superform, Sali Tin, SAIL Press, SAIL Jyoti, SAILMA, SAILCOR and Salem Stainless. 
These products are proving beneficial to an array of applications in diverse fields. 
2.2 Bokaro Steel Plant 
Bokaro Steel Plant is the biggest 4 million tonnes flat product plant in India and 
also one in Asia. It is situated in the coal belt of Eastern India. It symbolizes India's 
advancement m. the design, engineering and construction of steel plants. Indian 
engineering and equipment suppliers have played a key role in its construction. 
2.2.1 History 
In September 1955, the Government of India decided to develop the Bokaro site 
for the possible location of a future steel plant. Accordingly, an initial provision of Rs 
3.75 crores was made in the Second Five-year plan by the ministry of Iron and Steel; and 
Hindustan Steel Limited (HSL) was assigned the preliminary work in 1957. HSL 
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appointed M.N. Dustur & Co for carrying out feasibility study. The feasibility report, 
submitted in December 1959, recommended establishment of a 2 million tormes plant. 
This recommendation was accepted. HSL again asked M.N. Dustur & Co to prepare a 
Detailed Project Report (DPR) in May 1962, which was submitted in July 1963. The 
DPR envisaged 1.5 MT plant in stage 1 and 4 MT plant in stage 2. On basis of the DPR, 
Hindustan Steel Works Construction Limited was appointed as a civil contractor to 
undertake the site work. 
In its quest for external finance. Government of India started negotiations with 
Government of USA, Government of India entered into an agreement with US 
Government for techno-economic survey to be done by US Government. The U.S Steel 
Corporation conducted the survey and submitted its report in December 1962. It 
envisaged a 1.4 MT steel plant at Bokaro in initial stage with scope for expansion in 
future. Later on, US Government expressed its inability to get associated in this project. 
A global quest for financial aid continued cukninating in the USSR agreeing to 
finance the project. An agreement was signed with the Soviets on 25 January 1965 for 
rendering financial assistance in technical collaboration for construction of a integrated 
steel plant at Bokaro, with an initial capacity of 1.5 to 2 million tonnes, rising to 4 million 
tonnes later. In pursuance to this agreement, a DPR was prepared by V/0 
Tiazpromexport, Moscow between 1965 and 1969 for construction of steel plant at 
Bokaro. 
2.2.2 Growith 
Indian engineers and technicians along with Soviet experts started geological 
investigation and survey at Bokaro site in the year 1966. The civil engineermg work was 
entrusted to Hindustan Steel Works Construction Limited for undertaking construction 
and erection work. Later, plant capacity was raised to a nominal 2.5 million tonnes of 
ingot steel per annum by installing 5* Coke Oven Battery, the 5"' LD Converter and an 
additional Oxygen Plant and other auxiliaries. The major events in the history of BSL 
have been mentioned in table 2.3. 
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Table 2.3 Major landmarks in the history of BSL 
Year & Month 
1966, Jan 
1972, Sept 
1972, Oct 
1973, Dec 
1974, Dec 
1975, Dec 
1976, Jan 
1977, Jun 
1983, Jun 
1991, Sept 
1997, Sept 
Landmarks 
Construction work started 
First Coke Oven Battery & Sinter Band commissioned 
First Blast Furnace commissioned 
Steel Melting Shop - 1 started production 
Trial rolling of slabs in Slabbing Mill 
Hot Strip Mill commissioned 
* Hot Rolled Coil Finishing commissioned 
Cold Rolling Mill Complex - 1 commissioned 
Steel Melting Shop - 2 started production 
Cold Rolling Mill Complex - 2 commissioned 
Continuous Casting Shop started production 
Source: Annual Statistics, Bokaro Steel Plant 
The 4 MT expansion job was started in the year 1980. This work got over in 1988. 
In the 4 MT stage the plant was having 7 Nos. of Coke Oven Batteries, 3 Nos. of 
Sintering Machines, 5 Nos. of Blast Furnaces, 5 Nos. of LD Converters of 130 tons 
capacity each and 2 Nos. of LD Converters of 300 tons capacity each in the Steel Melting 
Shop No. 1 & 2 respectively. In addition to the above, expansion of Hot Strip Mill, Cold 
Rolling Mill, Power Plant and auxiliary facilities took place dtiring 4 MT stage 
The plant has recently been modernized by introducing continuous casting 
facilities and updating the Hot Strip Mill, a major step towards providing state-of-the-art 
technology for producing quality steels of international standards. M/S Voist Alpine, 
Austria provided the technology, materials and equipments for the modernization project. 
Its SMS 2, Continuous Casting Shop, Slabbing Mill, Hot Strip Mil) and Cold Rolling 
Mill have ISO: 9002 certification to their credit. After modernization, BSL's liquid steel 
output is rated at 4.5 million tonnes. The saleable steel production will increase to 3.75 
million tonnes. 
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2.2.3 Major Technological aspects 
2.2.3.1 Raw Material Sources 
Bokaro has a strong raw material base. It is situated in close proximity to coal 
mines and washeries. The raw coal is procured from various mines in Jharia coalfields 
and washed coal is received from Dugda, Kathara, Giddi and Kargil washeries. 
The washed coal is unloaded from wagons by tipplers and stored in closed bins 
(silos) each of capacity of 2500 tonnes. The raw coal is supplied to the plant by road 
transport and is unloaded in bunkers manually. The daily requirement of coal during 4 
MT stage is to the tune of 15,500 tonnes. 
Lump and fine iron ore are supplied from the captive mines at Kiriburu and 
Meghahataburu in Singhbhum district. The iron ore required to produce one tonne of hot 
metal is about 1.6 tonnes of lump and fine ore together. Limestone and Dolomite are used 
as flux to remove impurities by forming slag both in Blast Furnace and Converters. 
Limestone oi" Blast Furnace grade is received from captive mines located at 
Bhawanathpur in Palamu district. Limestone of SMS grade is obtained from Kuteswar 
mines in Madliya Pradesh. Dolomite, the other flux material for Sinter Plant is obtained 
from Tulsidamar in Madhya Pradesh. Dolomite chips required for making Dolomite 
bricks is received from Bhutan. Other raw materials like Manganese-ore, Bauxite, Ferro-
Manganise and Ferro-Silicon are procured from non-captive sources. 
2.2.3.2 Coke Ovens and by-products plant 
Coke Ovens at Bokaro are the tallest and largest built in India so far. In the first 
stage (1.7MT), four batteries each of 69 ovens with facilities for coal handling and with 
complete by products recovery units were built. Four more batteries of similar features 
have been added in 4 MT expansion stage which includes one standby battery. 
14 
Chapter 2 Steel A uthority of India Limited and Bokaro Steel Plant: A n Overview 
Fine crushed coal is heated in the absence of air in the ovens, driving out volatile 
matter. The coal gets carbonized and results in coke, which is required for smelting iron 
ore in Blast Furnace. A plant has been set up for the production of Sulphuric acid from 
elemental Sulphur. By-products Plant comprises of Ammonium Sulphate Plant, Tar 
distillation Plant and Benzene, Touline, Xylene recovery plant. 
2.2.3.3 Sintering Plant 
The Sintering Plant is the largest in the country consisting of three machines with 
the production capacity of 18,790 tonnes (gross) per day to attain the 4 MT stage 
capacity. 
Metallurgical wastes such as the finer fractions of iron ore, lime stone, dolomite, 
coke, flue dust and mill scale which can not be used in the production process directly 
can, however, be formed in to an excellent charge material through a process known as 
sintering. 
2.2.3.4 Blast Furnace 
Iron present in the form of oxides in ore is extracted in the Blast Furnace by 
interaction of ore, coke and limestone at high temperatures. Besides providing heat, coke 
reduces the iron oxides present in the ore. Limestone and Dolomite combine with the 
impurities and form slag. This slag floats on the surface of the hot metal in the furnace. 
Both slag and metal are tapped at regular intervals. 
The Blast Furnaces at Bokaro are the largest in India having a usefijl volume of 
2000 M Cube and a production capacity of 2640 tonnes of basic iron per day. There are 
five Blast flirnaces in 4 MT stage with total iron production capacity to the tune of 
4,585,000 tonnes per year. The charging system is fiiUy automatic. Materials are fed in to 
skips by means of converse. The Ilirnace has a hearth diameter of 9750 mm, usefijl height 
of 29.6 m and has 20 tuyeres and 4 stoves with a total heating surface of 30,300 sq.m per 
stove. 
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2.2.3.5 Steel Melting Shop (SMS) 
Steel at Bokaro is produced by oxygen blending (L.D) process. There are five 130 
ton and two 300 ton L.D converters in Bokaro. The converters are charged with scrap, hot 
metal and fliixes. Oxygen is blown Irom top through a water-cooled lance with 
multiorifice nozzle. Approximately 60 cu m. of oxygen is used to produce one ton of 
steel. TTie tap-to-tap time for the 130 ton and 300 ton converters is 60 and 80 minutes 
respectively. 
To achieve optimum levels of performance ensuring maximum productivity, yield 
and quaUty in the process of steel making, a process control computer has been installed 
in the Steel Melting Shop. Near the Steel Melting Shop is located the Ingot Mould 
preparation shop. The moulds vary in size to enable production of ingots ranging from 
15.6 to 38 tonnes. 
2.2.3.6 Continuous Casting Shop 
There are two double stand casting machines capable of producing slabs of 
950mm to 1850mm width (cold). Thickness can be of 200mm, 225mm or 250mm. 
Converter metal of SMS is further refined in the Steel Refining Unit (SRU) and cast into 
slabs in the casting machine. In the process of casting, metal is poured into tundish from 
the laddie and from tundish, metal flows into caster mould. 
Normally it takes 60 to 65 minutes for casting 290-300 tonnes of metal in to slab. 
Depending upon the slab width, the rate of pouring can be from 0.9 metres/minute to 1.8 
metres/minute. The yield ratio (liquid metal to slab) in caster is 97-98% where as in 
earlier route (liquid metal-ingot-slab) yield ratio is about 80%. In caster, chemical 
uniformity from slab to slab is better. Now plant is producing better quality slabs at lower 
production cost after modernization. 
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2.2.3.7 Slabbing Mill 
Slabbing Mill produces slabs depending upon the type of ingots and type of 
finished products desired. The ingots are placed in the soaking pits where they are heated 
to a rolling temperature of about 1250 degree C. The hot ingots are then rolled in the 
universal slabbing mill. Hot slabs are cut on a 2800 tonne shear to a maximum length of 
10.5 M. The slabbing mill capacity ranges between 600 and 800 tonnes/hour of ingot 
depending on the ingot sizes and the rolling cycle which varies fi-om 75 to 100 sec/ingot. 
The slabbing mill is fed with rimming and semi-killed steel ingots of upto 30 tons. Hot 
slabs are cut to a maximum length of 10 .5 m. The cut slabs are marked, weighed and 
taken to the slab yard for storage, inspection and hand scarfing if required, and then 
charged in the continuous reheating fiimace for rolling. 
2.2.3.8 Hot Strip Mill 
Slabs brought to the Hot Strip Mill are heated in reheating fijmaces before rolling. 
Hot slabs discharged fi"om the reheating flimaces are taken to the mill proper on roUer 
tables and rolled to the desired thickness. Prior to modernization it was capable of rolling 
strips of 1.5 to 10 mm thickness. Now it can roll the slab to an even lower thickness (up 
to 1.3 mm). Now there is less variation in thickness of the coil along the longitudinal 
direction due to faster response of the control system. Finishing stands have been 
modernized with hydraulic AGC. There are four hydraulic coilers in the HSM. 
2.2.3.9 Cold Rolling Mill 
The starting material for the Cold Rolling Mills is a hot strip of 1.5 to 6 mm 
thickness in the form of coils. The oxidised surface scales are removed from hot rolled 
coils in the pickling line by mechanical and chemical treatment. 
A 2000mm four stand Tandem mill was installed in the first stage and another 
1420 mm five stand tandem mill was installed in the second stage. The 2000mm Tandem 
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mill is capable of producing finished strip thickness of 0.4 to 2 mm where as the 1420mm 
is intended to produce cold rolled coils of minimum thickness up to 0.15 mm. 
The product mix of Cold Rolling Mills comprise of cold rolled coils, sheets, 
galvanized sheets (plain and corrugated) and tin mill black plates. 
2.2.4 Products and Markets 
BSL has made significant contribution in terms of meeting domestic demand for 
iron & steel. EJokaro has been able to produce special and new grades of steel for import 
substitution. Bokaro's pig iron, slabs, hot rolled coils and sheets, cold rolled sheets and 
coils are exported to many countries. The major products of Bokaro are pig iron, HR 
coils/sheets/pktes, HR slit coils, CR coils/sheets, CR slit coils. Galvanised sheets (plain 
& corrugated). Tin gauge black plates. It produces special steel products like SAILCOR, 
SAILPROP, SAILMEDSi, SAILRIM, API grade steel, HRNO, SAILMA, WTCR, BSL-
46 for auto sector etc. Many of these products have been introduced after modernization. 
All the products of BSL are marketed in India through SAIL's Central Marketing 
Organization (CMO). CMO keeps in touch with the production unit as well as the 
transport and shipping sector. It operates through a network of stockyards, dockyards, 
branch sales offices, consignment agents, extension counters and authorized dealers. 
SAIL's International Trade Division looks after export of steel products, 
maintaining close liaison with buyers abroad. Its products are exported to many countries. 
Notable among them are .Japan, Egypt, UK, Italy, Russia, Sri Lanka, Bangladesh, 
Taiwan, Mayanmar and Nepal. 
2.2.5 Organization and Structure 
Bokaro Steel Plant is a unit of Steel Authority of India Limited (SAIL) under the 
ministry of steel. With the formation of SAIL, all the units of erstwhile Hindustan Steel 
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Limited together with Bokaro Steel Limited and National Mineral Development 
Corporation, Manganise Ore India Ltd came under SAIL. 
SAIL receives the fund from government for BSL. In turn it is made available to 
BSL either in the form of equity capital or loan. 
SAIL is headed by a chairman, who is of the rank of secretary to the Government 
of India and SAIL has foil time Board of Directors in the corporate oflBce. The Board of 
Directors of SAIL is comprised of 14 members. The other Directors are part time 
directors, comprising (a) Government representative (b) chief executive of different 
plants/units and related to SAIL and (c) one labour representative. 
The Board of Directors controls the affairs of the company. All matters 
pertaining to appointments, personnel policy, expenditure, production plan, sales plan are 
formulated by the plant and approved by the corporate office before they become 
operative. 
The Mianaging Director is the chief executive of the unit and is responsible for 
implementing all decision and directives of the Board. As Chief Executive he has powers 
to carry out the day-to-day work of the plant through a team of senior officers. 
Matters requiring approval of higher authority (Board level) are briefly given below: 
Q Budget for capital and operational expenditures including the capital requirements 
of the subsidiaries. 
a All long term plans and programmes for the Iron & Steel and allied input 
industries. 
• Framing of rules and regulations and changes therein relating to recruitment, 
placement, promotion, deputation and other service conditions and disciplinary 
actions in respect of employees of the company. 
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a Fonnulation of wage structure and scales of pay of the employees and any 
changes there in. 
a Policy matters relating to bonus, traveling, deamess and other allowances. 
• All capital expenditures including additions, modifications and replacements for 
plants, imines and townships above certain amount. 
• Awarding of contracts for a value exceeding certain limit. Claims and write oif 
action above certain limit. 
a Acquiring of shares, stock or securities in or of any company or undertaking. 
a Policy matters relating to sales and marketing imports and exports and pricing of 
steel. 
• Annual accounting of Profit and loss of different plants/units. 
• All legal proceedings. 
• Procurement of raw materials, production and sale of products of the plants. 
• Rules and regulation of plant units. 
2.2.5.1 Manpower 
In the initial stage of establishment of BSL, a committee was set up to study the 
manpower requirement. The recommendations of this committee were compared with the 
detailed project report. This committee later evolved manpower requirement for 
operations, constructions and services. The committee envisaged only eight positions 
reporting directly to the Managing Director. In the course of time additional functions 
and coordination activities made it necessary to increase the number of direct reporting 
officer. It can Ix; seen from the organization chart of BSL (Table 2.4). 
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Table 2.4 Bokaro Steel Plant Oi^anization Chart 
- ED (Works) 
-ED (Material) 
-ED (Project) 
-ED (Pers & Admn.) 
MD - -
GM (Personnel) 
— GM (HRD) 
— Chief of Communication 
— Chief (Liaison & Acfministration.) 
— DGM (Vigilance) 
— AGM (Security) 
— GM (Town Services) 
Director (Medical & Health Services) 
GM (Finance & Accounts) 
GM (EDP) 
GM (Aviation) 
DGM (MD's Secretariate) 
— Resident Managers Delhioffice 
— Kolkota office 
— Mumbai office 
— Chennai office 
— Patna office 
-- Ranchi office 
Detailed manpower position of Bokaro Steel Plant for last few years is given in 
the Table 2.5. 
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Table 2.5 Manpower position 
Year 
1997 
1998 
1999 
2000 
Category 
Executive 
Non Exe. 
Executive 
Non Exe. 
Executive 
Non Exe. 
Executive 
Non Exe. 
Works 
3318 
30570 
3216 
30490 
3305 
29880 
3544 
28631 
Admn. 
995 
4246 
940 
4193 
921 
4123 
1083 
3803 
Township 
433 
5320 
444 
5198 
430 
5040 
472 
4767 
Project 
478 
1250 
455 
1151 
270 
996 
244 
857 
Total 
5224 
41386 
5055 
41032 
4926 
40039 
5343 
38058 
G.Total 
46610 
46087 
44965 
43401 
Source: Annual statistics, Bokaro Steel Plant 
The management of works is a complex task. It involves management of 
technology, human resources, finance and materials. The works organization has evolved 
over a period of years keeping in view the experience, specific needs, controls and 
coordination required for fulfillment of production targets. The organization chart of 
works division is shown in table 2.6. 
2.2.6 Performance 
2.2.6.1 Production 
Production figures for hot metal, crude steel, HR coil and saleable steel for last 
ten years are given in table 2.7. Key observations in this respect are: 
• Hot metal production was highest (4.13 MT) in the year 1997-98. It went down 
to 3.76 MT in 1998-99 and again picked up in 1999-2000 to 3.93 MT. 
a Crude steel production also went down to 3.084 MT in 1998-99 fi-om 3.534 MT in 
previous year (1997-98). Again the production figure improved to 3.353 MT 
during 1999-2000 
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Table 2.6 Works Organization Chart 
GM (Co & BPP) 
- GM l/C (Maint.) — GM (Elect) 
- GM (Power Dist.) 
- GM (Mech ) 
- GM (Inst & Auto) 
- GM (Iron) 
- GM l/C (Steel) 
ED (WORKS — GM (RMHP & SP) 
- GM (Power) 
- GM l/C (Mills) 
- GM (HSM) 
- GM (CRM & HRCF) 
- GM (Utilities) 
- GM (Traffic & Raw material) 
GM (EMD) 
- GM (Safety & Fire service) 
- GM (Quality) 
Table 2.7 Production of Hot metal, Crude steel, Saleable steel, and HR coil in 
Million Tonnes. 
Product 
Hot Metal 
Crude Steel 
Saleable steel 
HR Coil (Total) 
1995-96 
3 968 
3 680 
3 075 
3 330 
1996-97 
4119 
3 644 
2 837 
3 046 
1997-98 
4 130 
3 534 
2 668 
2 748 
1998-99 
3 763 
3 084 
2 285 
2 541 
1999-00 
3 930 
3 353 
2 891 
3 246 
Source Annual Statistics, Bokaro Steel Plant 
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a Saleable steel production was low at 2.285 MT during 1998-99. It also picked up 
in 1999-2000 to 2.89 MT. 
a HR coil Production also improved during 1999-2000 to 3.246 MT from a low 
production figure of 2.541 MT during 1998-99. 
2.2.6.2 Contribution of SAIL Plants 
Contribution of BSL during last five years for hot metal, crude steel and saleable 
steel is given in table 2.8 together with that by other SAIL plants. It has an average record 
of 33 to 34 % contribution in production of hot metal crude steel and saleable steel. 
Table 2.8 Contribution of Bokaro Steel Plant and other SAIL plants (in percentage) 
Product 
Hot Metal 
Bokaro 
Bhilai 
Durgapur 
Rourkela 
Burnpur 
Crude Steel 
Bokaro 
Bhilai 
Durgapur 
Rourkela 
Burnpur 
Saleable Steel 
Bokaro 
Bhilai 
Durgapur 
Rourkela 
Burnpur 
1995-96 
33.8 
37 3 
106 
11 6 
7.2 
35.7 
39 5 
9.9 
11 7 
32 
36 1 
37 9 
103 
12 4 
33 
1996-97 
33.8 
36.1 
12.2 
11.4 
6.5 
34.2 
39.2 
11.7 
11.6 
3.3 
33.0 
38.8 
11.8 
18.8 
36 
1997-98 
33.0 
37 0 
13.0 
11.0 
6.0 
33.0 
40.0 
13.0 
11.0 
3.0 
30 0 
39 0 
140 
130 
4 0 
1998-99 
32.0 
37.0 
13.0 
12.0 
6.0 
30.0 
41.0 
14.0 
12.0 
3.0 
30.0 
39.0 
15.0 
13.0 
3.0 
1999-00 
33.7 
33.9 
14.6 
11.6 
6.2 
33.3 
37.2 
14.8 
11 8 
2.9 
34 3 
36 0 
14 8 
12.3 
26 
Source: Annual Statistics, Bokaro Steel Plant 
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2.2.6.3 Capacity Utilization 
The capacity utilization by Bokaro Steel Plant during last five years for crude 
steel, HR coil and saleable steel is given in table 2.9. 
Table 2.9 Capacity Utilization by Bokaro Steel Plant (in percentage) 
Product 
Crude Steel 
HR Coil (Total) 
Saleable Steel (Total) 
1994-95 
91 
88 
100 
1995-96 
92 
91 
105 
1996-97 
91 
84 
96 
1997-98 
88 
79 
87 
1998-99 
77 
68 
80 
Source: Annual Statistics, Bokaro Steel Plant 
It may be observed that the capacity utilization of Bokaro Steel Plant has not been 
fully satisfactory although there has been gradual improvement in the production of steel. 
It has been observed that the production levels in working units tend to fall as soon as 
another similar unit is commissioned. 
2.2.6.4 Financial Performance of Bokaro Steel Plant 
The Gross Margin and Net Profit of Bokaro Steel Plant for last five years is 
shown in table 2,10, It indicates that the company is loosing profit over past years in spite 
of good gross margin. This has happened due to rise in input cost, lower sales reaUzation, 
sluggish market, and interest burden due to borrowed capital taken during modernization. 
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Table 2.10 Profit of Bokaro Steel Plant (Rs in Crores) 
Gross Margin 
Net Profit 
1996-97 
829 79 
357 23 
1997-98 
901 61 
369 18 
1998-99 
544 08 
-157 37 
1999-00 
888 64 
121.43 
2000-01 
848 77 
59 38 
Source Cost Control Hand Book, Bokaro Steel Plant 
» 
Despite odds, the company is trying to make profit through cost reduction 
measures, improving capacity utilization and making value added customized products. 
2.2.6.5 Training and Development 
The annual calender of training programme embraces number of training and 
management development activities viz, problem-based training, team building and 
supervisory development workshop, interface workshops for line and staff supervisors 
and managerial effectiveness programmes. Number of employees trained during last four 
years is given in table 2.11. 
Table 2.11 Number of employees trained in Bokaro Steel Plant 
Executives 
Non Executives 
Programmes 
1996-97 
5921 
18227 
44 
1997-98 
2494 
3221 
28 
1998-99 
3667 
13282 
45 
1999-00 
4606 
10025 
46 
Souice Annual Statistics, Bokaro Steel Plant 
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2.2.6.6 Safety 
The accident statistics of the company for last five years is given in table 2.12. 
This indicates poor safety performance during 1999-2000 compare to previous year. This 
is an area of concern for both management and employees. 
Table 2.12 Accident Statistics: Bokaro Steel Plant 
Fatal Accident 
Non-Fatal 
accident 
Mandays lost 
In accident 
Unit 
No 
No 
No 
1995-96 
7 
48 
45152 
1996-97 
10 
65 
64039 
1997-98 
5 
42 
33103 
1998-99 
6 
22 
37268 
1999-00 
8 
44 
50069 
Source Annual Statistics, Bokaro Steel Plant 
2.2.7 HR Issues 
The public sector steel plant at Bokaro was built in an era of protected economy. 
The aim of pubHc sector was not to earn only profit but to provide employment to people 
and fulfill social obligations The present manpower strength of BSL is nearly 43000. 
The ijitemationally reputed steel plants with similar production capacity are having 
manpower strength not more than 10000 to 12000. In order to gain competitive advantage 
the company has started downsizing its manpower strength through voluntary retirement 
scheme, sabbatical leave and by keeping the post vacant after retirement / resignation. 
The process of manpower reduction has ateady started and managers are facing the 
challenge to work with less manpower. Therefore employees are pressed to give more 
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output. The company is planning to introduce multi-skill trades and prepare its employees 
to meet future needs. 
In order to improve the productivity and quality, the company has recently 
modernized its production processes by adopting new technology. Therefore company 
has taken up the task of identifying, redeploying and training its manpower to meet 
modernization needs. The company has started preparing its manpower to cope with 
changing environment. The focus is now on profit rather than employment and social 
welfare. Therefore it has started educating its manpower towards better quaUty, higher 
productivity and cost reduction. 
In view of these HR challenges, the company is making efforts to cope with the 
situation. Therefore relevance of human resource development is the most likely strategy 
the company has to adapt. It has become imperative for the company to concentrate on 
HRD issues for gaining competitive advantage. 
2.2.8 SWOT Analysis 
2.2.8.1 Strengths 
a Integrated steel plant starting fi-om coke making to steel finishing facilities. 
a Equipped with latest technology to produce 4.5 million tons of steel of different 
grades, finishes and specifications. 
a Product range covering wide variety of hot roUed and cold rolled coils and sheets, 
which have a ready market. Equipped to produce export quality special steels 
also. 
• Location of production unit near coal belt and iron ore mines. 
• Self sufficient in iron ore and fluxes from captive mines at Kiriburu. 
Meghahataburu, Kuteswar and Bhawanathpur. 
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• Large auxiliary units such as Machine shop. Structural shop, Foundry complex, 
Oxygen plant, Power plant, Power facilities repair shop, Electrical repair shop. 
Water supply etc. to support efficient operation of the plant. 
a Well organized service departments and decentralized maintenance set up to 
provide necessary support and assistance to production. 
a Well planned Rail transport system within the plant. 
• Fairly well equipped Training and Development centre for'imparting technical 
and managerial skills to employees. 
a Vast and well planned township with adequate medical, educational and 
recreational facilities. 
a Skilled and cxpcnu^^^l "-rkfrr-"'^  }.^'i'^?.<ier< with both technical and managerial 
skills and experiences. 
Most of the strengths are inherent in BSL and can be built fiirther through 
sustained efforts with respect to technology and quality of human resources. 
2.2.8.2 Weaknesses 
• Standard of personal, technological and organizational discipline fairly low. 
a Lack of professional environment conducive to eflScient working (negative 
aspects such as groupism prevalent). 
• Multiplicity of unions, each controlling only a section of workmen. 
• Absence of a reliable and fair grievance settling machinery. 
• High proportion of indigenous machineries and equipments with a large variety of 
components and spares, warranting procurement and stock of large variety of 
spares. 
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a Frequent deviations from quality standards and norms leading to deterioration of 
quality image in the market and frequent quality complaints from customers. 
a Deviation in technological discipline leading to higher consumption of energy and 
other adverse techno-economics. 
a Spares planning and procurement systems not fiilly geared to meet dynamic 
requirements of plant. 
a In keeping with the huge size, systems of coordination A i^thin and across 
departments not well designed and implemented. 
• Personnel policies required to deal with large manpower, not effectively and 
uniformly appUed. 
a Low motivation amongst managers mainly due to growth and placement not 
being related to experience and performance. 
• Absence of role clarity and job rotation leading to shifting responsibilities and less 
interest on job. 
a A number of unprofessional practices, such as, longer meetings, over-staying, 
abnormal duty hours, casualness in administration, delayed decision making, 
paper generation, neglect of planning, monitoring and follow up, status 
consciousness and bureaucracy culture are existing. 
Most of the weaknesses are self-imposed. By working together with a sense of 
purpose and commitment, many of these weaknesses can be overcome. A collective 
effort is also required to set right incorrect systems and practices, which have been 
adopted over a period of time. 
30 
Chapter 2 Steel Authority of India Limited and Bokaro Steel Plant: An Ovennew 
2.2.8.3 Opportunities 
p Increasing demand of flat rolled products in domestic and international market. 
a Demand of special steels and customized product mix to meet customer needs. 
a Scope for increasing steel production to meet the demand and supply gap in 
domestic market. 
Q Increasing demand of automobile grade steel and white goods steel in domestic 
market, which is otherwise mostly imported at present. 
a Adaptation of technology for production of cold rolled products with less than 0.2 
mm thickness, fiill hard galvanized coU, and coated steel products. 
Q Adaptation of marketing strategy to dispatch steel products in small lots to 
customers by road to attract new customers. 
• Production of cement and by products from internal waste outputs. 
a Scope for reduction of manpower to international levels and introduction of 
multiskUl labour practices. 
Each of the weaknesses provides an opportunity for improvement. There are also a 
large number of opportunities available outside the organization such as advanced 
technologies and skills, which may be exploited for growth and excellence. 
2.2.8.4 Threats 
• Non-availability of spares for a wide variety of machines and equipments due to 
discontinuation of those products from the original manufacturers' production 
range. 
a Quality specifications are becoming stringent in the international market. 
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a Increasing need for high quahty and low priced steel likely to affect BSL's 
position in domestic and international markets. 
a Increasing competition from secondary producers especially for down stream 
products like CR coils and sheets. 
a Mismatch between productivity needs and market requirements in terms of 
smaller lots and non-standard sizes and sections. 
a Development of substitutes to steel materials in case of tin plates and galvanized 
sheets. 
a Availability of good quality steel products from global competitors at cheaper 
price. 
a Increase in cost of inputs such as coal, power, railway freight, fiiel oil, and other 
consumables in absence of corresponding increases in steel prices. 
Q Uncertainty in Government policies, such as, possibility of disinvestments, 
withdrawal of budgetary support, import and decontrol of steel products. 
By availing the opportimities, the company can alleviate the impact of some of the 
threats. There are some environmental and input related factors over which BSL has no 
control. The company needs to recognize these factors and get prepared to face them 
squarely. 
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Figure 2.1 
BOKARO STEEL PLANT 
PRODUCTION TREND 
Unit: Million Tonnes 
95-96 96-97 97-98 98-99 99-00 
• Hot Metal • Crude Steel 
D Saleable Steel D HR Coil (Total) 
%)^' ^ 
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Figure 2.2 
CONTRIBUTION OF SAIL PLANTS DURING FIVE YEARS 
PRODUCTION : HOT METAL 
Unit: % 
95-96 96-97 97-98 98-99 99-00 
I BOKARO 13 BHILAI DDURGAPUR DROURKELA EBURNPUR 
Figure 2.3 
PRODUCTION : CRUDE STEEL 
Unit: % 
95-96 96-97 97-98 98-99 99-00 
1 BOKARO • BHILAI DDURGAPUR DROURKELA DBURNPUR 
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Figure 2.4 
PRODUCTION : SALEABLE STEEL 
Unit: % 
95-96 96-97 97-98 98-99 99-00 
I BOKARO •BHILAI DDURGAPUR DROURKELA SBURNPUR 
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Figure 2.5 
PROFIT OF BOKARO STEEL PLANT 
GROSS MARGIN 
(RS. IN CRORE) 
96-97 97-98 98-99 99-00 00-01 
GROSS MARGIN D D 
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Figure 2.6 
PROFIT OF BOKARO STEEL PLANT 
NET PROFIT 
(RS IN CRORE) 
96-97 97-98 98-99 99-00 00-01 
NET PROFIT D D 
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CHAPTERS 
Human Resource Development-
Conceptual framework 
3.1 The Context 
Effective organizations are not built merely on investment and returns but more so on the quality of their workforce, its commitment to the goals of the organization and the investments made to attract, train and retain superior 
human resources. Management of organizations today is eventually management of 
human resources. Human Resource Development (HRD) has thus come to occupy a 
central place in management circles. The reality of HRD in India is complex. On one 
hand, there are organizations where the only change that has taken place in the personnel 
function is the change in nomenclature. At the other extreme, progressive organizations 
have adopted HRD systems after considerable deliberations. Then there is class of 
organizations that adhere to man management policies, imbued with the HRD spirit all 
along, but who still do not have fancy names or systems. In recent times HRD has taken 
central position among the subsystems of Human Resource Management (HRM). 
3.2 What Is Human Resource Development 
"People" are an important and valuable resource every organization or institution 
has. Dynamic people can build dynamic orgaruzations. Effective employees can 
contribute to the effectiveness of the organization. Competent and motivated people can 
make things happen and enable an organization / institution to achieve its goals. 
Therefore, organizations should continuously ensure that the dynamism, competency. 
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motivation and effectiveness of the employees remain at high levels. Human Resource 
Development is thus a continuous process to ensure the development of employee 
competencies, dynamism, motivation and effectiveness in a systematic and planned way. 
3.3 HRD & Related Concepts 
The importance of human resource management and development is increasingly 
being appreciated. Coping with changes in the environment, rising expectations of 
employees, new development in technology and management of systems have 
necessitated increased emphasis on HRD. Human Resource Management is an approach 
to the management of people, based on four fundamental principles. First, human 
resources are the most important assets an organization has and their effective 
management is the key to its success. Second, this success is most likely to be achieved if 
the personnel policies and procedures of the enterprise are closely linked with, and make 
a contribution to the achievement of corporate objectives and strategic plans. Third, the 
corporate culture and the values, organizational climate and managerial behaviour that 
emanate from that culture will exert a major influence on the achievement of excellence. 
This culture must therefore be managed, which means that organizational values may 
need to be changed or reinforced, and that continuous effort, starting from the top, will be 
required to get them accepted and acted upon. Finally, it is concerned with integration: 
getting all the members of the organization involved and working together with a sense of 
common purpose. 
3.3.1 Distinction between HRD and Personnel functions 
in the past, people working in the organizations were given attention merely in 
terms of administering the necessary conditions of work. The traditional concept of 
personnel management was based on a narrow view of human motivation. The basic 
assumption underlying that view was that human beings are primarily motivated by 
comforts and salary, and necessary attention may be given to ensure their availability, so 
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that people do not get dissatisfied. Emphasis, thus, was on administration of salary and 
other benefits. It is now being increasingly realized that people working in organizations 
are human beings. They have their own needs, motivation, exf)ectations and their 
contribution to the organization is much more than that of any other resource being used. 
Human resource may be interpreted as a resource to be recognized and 
appreciated, and one, which has to be treated differently, as a human one, and not like 
other material resources (Pareek et al, 1981). The concept of HRD, therefore assumes 
that human beings are asset to the organization. They can contribute a great deal in the 
achievement of organizational goals. This positive view of people working in the 
organization as an asset with the unlimited potential is the core of the concept of HRD. 
HRD is qualitatively different fi^om the traditional personnel fimction (PF). While 
the personnel fiinction is seen as an independent fijnction in the organization, HRD is 
viewed as a sub-system of large system. The organization is a system, and it has several 
sub-systems. All these sub-systems are interdependent. HRD is one of such sub-system. 
One main difference between PF and HRD is that while the former takes a coping 
stance, the latter has a proactive approach. Traditional PF is regarded as a service 
fiinction in the literal sense, responding to the needs of the organization as stated by the 
organization, and providing service as demanded. On the other hand, HRD regards its 
main role as the development of enabling capabilities, i.e. capabihties of the organization 
to deal with the problems, rather than only responding to demands made on it by several 
sections of the organization. 
While the traditional PF treats personnel function as the exclusive responsibility 
of the personnel department, HRD regards the functions of human resources as the 
concern of all the managers in the organization. Human resources responsibility is shared 
by line people. 
HRD goes much beyond the personnel fiinction, which usually has been confined 
to salary and job administration, administration of various aspects of the personnel and 
their development. HRD is also concerned with the management of jobs and systems in 
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the field of personnel and with the process of development of the total organization. The 
main emphasis of HRD is on the process. 
The traditional PF evolves out of the concern for administration of the persormel, 
and is called persormel management. HRD, on the other hand, is concerned with the 
development of people and their competencies. Its main emphasis is on the development 
of human resources and dealing with the process problems of the organization. 
The emphasis in PF is on the contribution (from personnel side) to maximization 
of eflSciency. Changing values have resulted in the emphasis on process values like trust, 
openness, exploration, managing conflicts etc. HRD is concerned with such values, and 
with reducing human wastage through ensuring a high level of motivation in the 
organization. 
The difference between the two also lies in their concept of motivation. PF 
regards salary and rewards as the main basis of motivation. As a result much more 
emphasis is given to these. On the other hand, HRD regards job challenges, and creativity 
and opportunities for development as the main motivating forces. The emphasis in PF is 
on job design and salary administration where as the main emphasis in HRD is on 
developing the organization and its people and their competencies. 
3.4 HRD - Historical Perspective 
The roots of HRM go back to the pioneering work of Peter Drucker and Douglas 
McGregor in 1950s. Drucker (1955) coined the idea of management by objectives. He 
proposed that: 'An effective management must direct the vision and effort of all 
managers towards a conunon goal'. This concept of visionary goal-directed leadership is 
flindamental to HRJ\4. Drucker claimed that the personnel specialists tended to conceive 
his work as 'partly a file clerk's job, partly a housekeeping job, partly a social worker's 
job and partly fire-fightiag to ward off union trouble or to settle it.' 
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McGregor (1960) advocated management by integration and self-control, partly 
as a form of management by objectives, but more importantly as a strategy for managing 
people, which affects the whole business. 
3.4.1 Behavioural Science movement 
The behavioural Science movement came in to prominence in the 1960s. It was 
started by writers such as Maslow (1954), whose hierarchy of human needs placed self 
fiilfillment or self-actualization at the top of pyramid, and Likert (1967) who developed 
his integrating principle of supportive relationships. Argyris (1964) believed that 
organization design should plan for integration and involvement. Herzberg (1966) 
advocated job enrichment as a means of increasing organizational effectiveness. 
3.4.2 The Organizational Development movement 
The concept of behavioural scientists provided the impetus for the organizational 
development (OD) movement of the 60s and 70s, whose beliefs were summarized by 
Benms(1969). 
The OD movement advocated the implementation of programmes designed to 
improve the effectiveness with which an organization functions and responds to change, 
with particular emphasis on how people carry out their work and interact with one 
another. 
3.4.3 The Corporate Culture analysis 
The interest in culture has partly emerged from the organizational behaviour 
specialists, but importantly, the main thrust behind the cult of culture has come from 
empirical studies on ingredients that account for corporate success. 
One of the seminal-work was in the art of Japanese management by Pascale et al 
(1981). The study of the secrets of Japanese business success attributed much of it to the 
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creation of powerful organizational cultures, from which are derived shared values 
between management and workers, which emphasize 'mutuality'-a common interest in 
corporate excellence. 
Another influential work was by Peters et al (1982). They found that companies 
whose only articulated goals were financial did not do nearly as well as companies that 
had broader sets of values. They found that the value sets of the excellent companies 
integrate the notions of economic health, servicing customers and work culture down the 
line. 
3.4.4 The Back Ground of HRD 
We have a spectrum of HRD experiences with traditional Indian approach to 
people at one end and a growing body of modem systems approach at the other. The 
traditional HRD approaches in India are older than in Japan. They are nearly a century 
old in a giant private sector company in India like The Tata Iron & Steel Co. Ltd. 
Underlying the traditional as well as the modem approaches is the belief that 
HRD values help impart dynamism and vitality to organizations; that they help tap the 
initiative and creativity of the workforce, through clarity of goals, result orientation and 
team-spirit. 
As the diverse experiences of companies in India indicate Human Resource 
Development blends Eastem and Western ideas and systems of man management. Indian 
experts have developed a concept of HRD, which is far more comprehensive and 
meaningflil than utilitarian concepts evolved in the United States. 
By now a consensus has emerged in a number of Indian companies around the 
systems model developed by Udai Pareek and T V Rao. Pareek et al (1981) provides a 
subsuming ethical perspective, a meta-value, which is based on universal assumptions 
about the nature of man. These are the kind of assumptions democratic constitutions have 
been based on: about the dignity of man, his right to freedom and fiilfilknent. They are 
values based on humanism and a positive belief in the unlimited potential of man. 
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OCTAPACE values (Openness, Confrontation, Trust, Authenticity, Proaction, 
Autonomy, Collaboration and Experimenting) and a systems approach characterize HRD 
work in India. Instead of emphasizing the instrumentality of persons working in an 
organization for achieving its aims (the Western concept) and training them to serve it, 
three different emphases are involved in the concept of HRD in India (Pareek et al, 1981; 
rev. edn, 1992): 
(i) Persons working in the organizations are valuable resources (i.e. there 
is need to invest time and effort in their development)^ 
(ii) They are human resources (and there is need to humanize organizations 
and develop human values), 
(iii) Human resource includes various human processes and units other than 
individual employees (role, dyads, teams, inter-team and the whole 
organization). 
HRD aims at transforming the organization into a human system. The chief 
executives, unit heads, line managers and HRD managers 'have to make efforts to 
promote HRD processes and culture in their organizations as a matter of faith or 
philosophy', not with results like higher productivity in mind. The more dynamic, 
competent and satisfied the people in an organization, the more dynamic and successful 
will the organization itself be in the long run. Mangers have to respect the basic dignity 
of their people not out of any expectations of returns, but because it is their basic duty to 
themselves and to man. The emphasis is on the spirit of HRD, the basic integrity and 
commitment of the top managers to HRD values (Rao, 1990). 
The strategic initiatives in the sphere of human resource management are judged 
by the meta-value provided by the HRD philosophy. It suggests a total and long term 
approach. The call for a commitment to the human resources in companies comes at a 
time when Indian industry is passing through a period of turmoil. Policy decisions of 
central government have injected a strong element of competition in the market. The 
HRD concept has come during a transition period when the license and quota raj is 
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slowly giving way to a consumer-oriented market economy where the dynamism, 
initiative and commitment of people working for a company can speU the difference 
between success and failure. 
The man who pioneered the idea and the term HRD during the sixties is Leonard 
Nadler. His concept is however different, in as much as it is restricted to the resource 
aspect of man, which is tied up with the organization. In the Indian concept, the emphasis 
is as much on the human as on the business aspect. The concept outlined by Nadler 
(1969) in the United States, defines HRD as (i) a series of organized activities (ii) 
conducted within a specified time and (iii) designed to produce behavioural change. More 
specifically, he used the term Human Resource Development to refer to three activities, 
namely, Training, Education and Development. Nadler's concept is pragmatic. It is also 
more limited than the Rao-Pareek contribution, which provides a value on a imiversal 
human plane rather than the more limited organizational framework. The two concepts 
are on two different planes: Nadler's HRD is one-sided in as much as it looks at people 
from the organization's point of view. Rao and Pareek's concept is on the metaphysical 
plane. It concerned with the nature of man as a free creature, his urge for self-fulfillment, 
his growth potential. The organization is asked to operate in the context of this meta-
value and in the assurance that in the long run it is the respect for the dignity of the 
individual, his sense of fulfillment rather than his powerlessness, which will contribute to 
the well being of the organization. 
3.5 The HRD Philosophy 
Human Resource Development in the organizational context is a process by which the 
employees of an organization are helped, in a continuous, planned way, to: 
a Acquire or sharpen capabilities required to perform various functions associated 
with theii- present or expected future roles; 
• Develop their general capabilities as individuals and discover and exploit their 
own inner potentials for their own and /or organizational development purposes; 
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Q Develop an organizational culture in which supervisor-subordinate relationships, 
teamwork, and collaboration among subunits are strong and contribute to the 
professional-well-being, motivation, and pride of employees. 
This definition of HRD is limited to the organizational context. In the context of state 
or nation it would differ. The emphasis in the definition is first on the organizational role 
of employees, but is not limited to it. The individual's inner urges, genius and potential 
are emphasized as worth developing not just for organizational purposes, but his own. 
The focus on building an 'enabling' organizational culture, is significant. So is the 
emphasis on teamwork, which is particularly relevant in the context of the Indian 
experience where the absence of team spirit is far too often the bane of our organizations. 
The mechanisms, or sub-systems for acquiring the competencies are outlined as 
Performance Appraisal, Training, Organization Development, Feedback and counseling. 
Potential Appraisal and Development, Career Development, Job Rotation, Rewards, 
Employee Welfare and Quality of work life and Human Resource information. 
An organizational climate conducive to development of human potential would have 
the following 'culture' elements as per Rao (1990) and Pareek (1997): 
a Employees are action-oriented, willing to take initiative and show a high degree 
of proactivity. (Proactivity) 
a Employees feel free to express their ideas. (Openness) 
a Employees collaborate with each other and have a feeling of belonging to the 
same family and working for a common cause. (Collaboration) 
a Employees face the problems and issues squarely without hiding them or avoiding 
them for fear of hurting each other. (Confrontation) 
• Employees, departments and groups trust each other and can be relied upon to 
'do' whatever they say they will. {Trust and Authenticity) 
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u Employees have some freedom to act independently within the boundaries 
imposed by their role/job. {Autonomy) 
a The organization is willing to take risks and experiment with new ideas and new 
ways of doing things. {Experimenting) 
• Employees are continuously helped to acquire new competencies through a 
process of performance planning, feedback, training, periodic review of 
performance and assessment of the developmental needs and creation of 
development opportunities through training, job-rotation, responsibility 
redefinition and other similar mechanisms. {General Development Climate) 
Efforts of Pareek and Rao have been aimed at facilitating transition to this 
OCT APACE culture in a number of Indian organizations. 
3.6 The Need for HRD 
HRD is needed by any organization that wants to be dynamic and growth oriented 
in a fast-changing environment. Organizations can become dynamic and grow only 
through the efforts and competencies of their human resources. Personnel policies can 
keep the morale and motivation of employees high, but these efforts are not enough to 
make the organization dynamic and take it in new heights. Employee capabilities must 
continuously be developed, sharpened and used. For this an "enabling" organizational 
culture is essential. As per Pareek e^  o/ (1981) when employees use their initiative, take 
risks, experiment, innovate and make things happen, the organization may be said to have 
an "enabling" culture. 
Even an organization that has reached its limit in terms of growth needs to adapt 
to the changing environment. No organization is immune to the need for processes that 
help to acquire and increase its capabilities for stability and renewal. 
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3.7 Aims and Objectives of HRD 
HRD has multiple goals. These include: employee competency development, 
employee motivation development and organizational climate development. 
1. Employee competency development: 
Employees require a variety of competencies (knowledge, attitudes, skills 
in technical areas, managerial areas, behavioural and human relations areas and 
conceptual areas) to perform different tasks or functions required by their jobs. 
The nature of jobs is constantly changing due to changes in the environment, 
changes in organizational priorities, goals and strategies, changes in the profiles 
of fellow employees (subordinates, bosses, colleagues etc), changes in 
technology, new opportunities, new challenges, new knowledge base etc. Such a 
change in the nature of jobs requires continuous development of employee 
competencies to perform the job weU. Thus competency development is needed 
on a continuous basis for effective job performance. HRD aims at constantly 
assessing the competency requirements of different individuals to perform the 
jobs assigned to them, effectively and provide opportunities for developing their 
competencies. 
2. Employee potential development: 
HRD also aims at preparing people for performing roles/jobs/fianctions 
which they may be required to perform in the future as they go up in the 
organizational hierarchy or as the organization takes up new tasks through 
diversification, expansion, modernization, economization, etc. HRD tries to 
develop the potential of employees for future likely jobs/roles in the organization. 
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3. Role development: 
Another aim of HRD is to identify competency gaps of employees to 
perform the present roles/jobs/tasks/fimctions effectively and create conditions to 
help employees, bridge these gaps through development. 
4. Motivation development: 
"Motivation" development is also an aim of HRD. Motivation means the 
desire to work or put in work effort. It is a commitment to the job, work and 
organization. It is also the desire to make things happen. Motivation is influenced 
by various factors such as person's needs, personality and habit patterns, 
supervisor's styles and behaviour, personnel policies, organizational culture and 
environment, career opportunities and reward mechanisms. HRD aims at 
developing the motivation of employees to the maximum extent possible so that 
they can become dynamic contributors to organizational goals. An employee 
motivation is influenced by the organizational climate and a healthy 
organizational climate is required for utilizing and enhancing employee 
competencies. 
5. Climate development: 
HRD also aims at climate development. A healthy climate is characterized 
by free expression of ideas, opinions and suggestions (openness), collaboration 
among various individuals, teams and departments. In this climate people say 
what they mean, do what they say and people are trusted; their initiative, 
proactivity and creativity is encouraged; problems are diagnosed, confronted and 
solved collectively or individually; ever)' senior sees developing subordinates as 
his responsibility; seniors support their subordinates and juniors respect their 
seniors; problems, mistakes and difficult situations are handled with a learning 
orientation; participation is encouraged; every incident is treated as a learning 
opportunity; people have a sense of satisfaction from their work; people feel that 
they are cared for and have a sense of belongingness. HRD aims at developing 
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such a climate through periodic diagnosis and appropriate intervention (actions 
and activities to achieve the desired change). 
Implied in the goals are the goals of developing superior-subordinate 
relationships, team development, inter-team collaboration and organizational health. Thus 
HRD has the goals of developing individual competencies, two person relationships, 
team spirit and organizational health. 
3.8 The Linkages of HRD 
The nature of efforts and investments put in to develop human resources may vary 
from organization to organization depending on its need, nature, size, etc. This may also 
vary from time to time in the same organization depending on the nature of change the 
organization is going through or the nature of capabilities the organization wants to build 
within it. There are many methods or instruments available for organizations to develop 
employee competencies. 
HRD instruments lead to the generation of HRD processes like role clarity, 
performance planning, development climate, risk-taking and dynamism in employees. 
Such a HRD process, make the employees competent, satisfied and committed. They 
contribute to the growth of their organization. Such HRD outcomes influence 
organizational effectiveness. The linkages and interrelationships between HRD 
instruments, processes, outcomes and organizational effectiveness are presented 
schematically in Figure 3.1, Rao et al (1986). This figure represents illustrative list of 
HRD mechanisms, process variables, process outcomes and organizational effectiveness 
dimensions. 
Implementation of HRD sub-systems does not automatically lead to climate or 
processes. The other factors like top management styles, commitment, previous culture of 
the organization, etc, sometimes tend to be more vital than the systems in determining 
culture change. 
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Figure 3.1 A Schematic Presentation of Linkages between HRD Instruments, 
Processes, Outcomes and Organizational Effectiveness. (T V Rao, 1986) 
HRD Mechanisms 
of Sub-systems or 
Instruments 
HRD Processes & 
HRD Climate 
Variables 
HRD Outcomes 
Variables 
Organizational 
Effectiveness 
Dimensions 
* HRD department 
* Performance 
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'Review 
discussion, 
feedback-
counseling 
sessions 
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exercises 
* Potential 
development 
exercises 
* Training 
* Communication 
policies 
*Joti-rotations 
* OD exercises 
* Rewards 
* Joti-ennctimenf 
programmes 
* Ottier 
mechanisms 
* Role clanty 
* Planning of 
development Ijy 
every employee 
"Awareness of 
competencies 
required for job 
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* Proactive 
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* More trust 
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* Risk-taking 
* Value generation 
* Clarification of 
norms and 
standards 
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employees etc 
* More competent 
people 
* Better-developed 
roles 
* Higher work-
commitment and job 
involvement 
* More problem 
solving 
* Better utilization of 
human resources 
* Higher jot)-
satisfaction and work 
motivation 
* Better generation 
of internal resources 
•Better 
organizational health 
* More teamwork, 
Synergy and respect 
for each other 
* Higher 
productivity 
* Growth and 
diversification 
* Cost reduction 
* More profits 
* Better image 
t 
Other Factors 
Personnel policies, 
top management 
styles, investments 
on HRD , top 
management's 
commitments, 
history, previous 
culture, line 
manager's interest, 
etc 
Ottier Factors 
Environment, 
technoksgy, 
resource 
availability, 
history, nature of 
business etc 
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On result front, Rao (1990) warns that even when the spirit and the systems are 
right, when HRD mechanisms are well designed and the top management is committed, it 
might take some years for the HRD culture to get established in a company. Culture 
change is slow and deliberate process. 
The strongest point in the systems approach of Pareek and Rao is that by focusing 
on the dyadic relationship between boss and subordinates, they have strengthened the 
thorough going organizational change. Pareek e/ a/ (1981). 
In the systems area, the most significant contribution from Pareek et al (1981) 
perhaps lies in providing a positive orientation to what was basically a reward-and-
punishment tool (perceived more as punishment than reward) under the old Confidential 
Report systems assessment. From an emphasis on finding out what is wrong with a 
subordinate to emphasizing what is right with him i.e. focusing on his potential and 
on how to help him overcome his weaknesses, is a major attitudinal shift. This is the 
comer stone of the new HRD culture. By underscoring the importance of 'counseling', 
Rao and Pareek established a basis for strengthening boss-subordinate relationships 
through a positive orientation. Role clarity, performance planning, self-appraisal, 
performance feedback, potential appraisal - these are ideas that have helped introduce an 
atmosphere of openness and mutual respect, empowering and development of people in 
organizations. Employee development has been established as one of the major goals of 
Performance Appraisal. 
As shown in Figure 3.1, the organizational effectiveness depends on a number of 
variables like environment, technology, competitors etc. However, other things being the 
same an organization that has competent and dynamic people is likely to do better than an 
organization that scores low on these HRD outcome variables. Similarly, an organization 
that has better HRD climate and processes is likely to be more effective than an 
organization that does not have them. As per Rao et al (1986) the following can be 
postulated about the linkages between HRD mechanisms and processes: 
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• HRD departments and HRD mechanisms are useful instruments for initiating and 
strengthening development processes and culture and achieving HRD outcomes. 
a HRD mechanisms and sub-systems are designed keeping in view the HRD 
process and culture to be achieved. 
• These mechanisms are periodically reviewed to examine whether or not they are 
facilitating the institution of HRD processes and culture, and whether the 
mechanisms are to be suitably changed. 
• Irrespective of how well the mechanisms are designed and implemented, if the top 
management lacks commitment to HRD and does not therefore communicate such 
commitment to aU employees, the HRD mechanism is likely to become more of a 
ritual wasting managerial time rather than leading to development in the HRD 
processes. 
Q Even when the HRD mechanisms are well designed, the management is 
committed and the implementation process is well monitored, it might take some 
years for HRD culture to get established, as culture change is a slow process. 
3.9 Development - The theme of HRD 
The core of the concept of HRD is that of development of human beings. The 
concept of development covers not only the individual but also other units in the 
organization. In addition to developing the individual, attention is given to the 
development of stronger dyads, i.e. two-person groups of the employee and his boss. 
Then, several groups like committees, task groups, etc, are attended. Development of 
such groups is constituted from the point of view of increasing collaboration among 
people working in the organization and increasing their effectiveness for decision-
making. Finally, the development climate covers all departments and the entire 
organization. Their development would involve developing a climate, which is conducive 
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for their eflfectiveness, developing self-renewing mechanisms in the organizations so that 
they are able to adjust and proact, and developing relevant process which contribute to 
their effectiveness. 
The eflfectiveness of the function of managing human resources depends on 
emphasis on development being given in that function. Development may thus be seen as 
the soul of the personnel or human resources management function. As per Pareek et al 
(1981) various dimensions of the management of the human resources relate to the 
following. Analyzing the role, matching the role and the person, Developing the person in 
the Role, Developing the Role for the person, Developing Equitability, Developing self-
renewing capability and Coping with collective power. 
HRD is primarily meant to strengthen the organization, and provide support to 
other functions. This role has mainly two functions: strengthening operating and 
executive levels, consoUdating existing strengths. 
HRD is responsible for developing various systems, which deal with people, their 
problems, organizational dynamics, and various related matters. There are various 
fiinctions, which HRD directly performs and for which it is responsible. It is this kind of 
executive or managerial role, which is important for various purposes. Some of these 
functions are: 
a Planning for future manpower needs, 
• Getting the best people available, 
a Utilizing people selected, 
• Retaining, motivating and integrating people; 
a Assessing people for their contribution, 
a Planning growth of people, 
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a Developing healthy industrial relations, 
a Job analysis and evaluation. 
One of the most important functions of HRD is to develop various types of 
competencies. Competencies relate to several areas, such as: 
a Technical competence, 
Q Managerial competence, 
• Process competence to deal with day to day problems and conflicts, 
a Helping competence to help subordinates, 
Q Coping competence to overcome the frustration due to stagnation in the career. 
One major contribution, which the HRD can make to the organization, is often 
neglected. This is the process contribution, which is emerging as a more important 
function with emphasis on process values. The process role of HRD primarily pays 
attention to organizational health. Organizational health is concerned with developing 
capability in the organization to cope with several important dimensions like growth and 
expansion of the organization, impact of outside forces, adopting itself to the new 
changes occurring in the environment and coping with them effectively. HRD has the 
responsibility of creating the necessary culture and values in the organization. HRD has 
to develop the capability of the organization to diagnose the process problems. After the 
diagnosis has been made, it would be necessary to take some steps. HRD focuses on 
designing interventions and helping the organization to choose from amongst several 
available interventions to meet a particular situation. 
Human Resource Development is primarily concerned with helping employees 
develop through training, feedback and counseling by their seniors and other 
development efforts. It consists of the following sub-systems such as: Training, 
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Organization development, Performance feedback and counseling. System development 
and research, worker affairs. Worker affairs will involve: Industrial relations. Worker 
welfare. Work design. Worker participation, and Worker development. 
3.10 HRD Climate 
Organizations become dynamic and growth oriented if their people are dynamic 
and proactive. Every organization can do a lot to make their people become dynamic and 
proactive through proper selection of such people and by nurturing their dynamism and 
other competencies. Organizations may not survive beyond a point unless they are 
continuously alert to the changing environment and continuously prepare their employees 
to meet the challenges and have an impact on the environment. Thus HRD is an essential 
process for organizational survival and growth. 
An optimal level of "development climate" is essential for facilitating HRD. As per 
Rao (1990) such a development climate may be characterized as consisting of the 
following tendencies on the part of the organization: 
a A tendency at all levels starting from top management to the lowest level to treat 
the people as the most important resource. 
• A perception that developing the competencies in the employees is the job of 
every manager / supervisor. 
• Faith in the capability of employees to change and acquire new competencies at 
any stage of life. 
• A tendency to be open in the communications. 
• Encouraging risk-taking and experimentation. 
a Making efforts to help employees recognize their strengths and weaknesses. 
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Q A general climate of trust. 
Q A tendency on the part of employees to be generally helpful to each other and 
collaborate. 
a Team spirit. 
a A tendency to discourage favouritism and biases. 
a Supportive personnel policies. 
a Development-oriented appraisals, training, rewards, job-rotation, career planning 
and potential appraisal. 
Organizations differ in the extent to which they have these tendencies. Some 
organization may have some of these tendency, some others may have only a few of these 
and a few may have most of these. It is possible to work out the profile of an organization 
on the basis of these tendencies. 
HRD climate can be characterized to workout the extent to which development 
climate exist in organizations. As per Rao (1990) these tendencies can be grouped in to 
three categories: general climate, OCTAPACE culture and HRD mechanisms. 
The general climate items deal with the importance given to human resources 
development to general by the top management and line managers. The OCTAPACE 
items deal with the extent to which openness, confrontation, trust, autonomy, proactivity, 
authenticity, collaboration and experimentation are valued and promoted in the 
organization. The items dealing with HRD mechanisms measure the extent to which 
HRD mechanisms are implemented seriously. 
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3.10.1 OCTAPACE Culture 
In the context of organizational culture, we come across various terms like values, 
ethics, beliefs, ethos, climate, environment and culture. Values, beliefs, attitudes and 
norms are interrelated. As per pareek (1997) interaction between beliefs and values 
results in attitude formation. When these get institutionalized, or when they accumulate 
and integrate, we have a social phenomena. 
Ethos is the underlying spirit or character of an entity or group and is made up of 
its beliefs, customs or practices. At the base of ethos are core values. As per Pareek 
(1997) the eight important values relevant to institution building are openness, 
confrontation, trust, authenticity, proaction, autonomy, collaboration and 
experimentation. The eight values constituting OCTAPACE culture is essential for 
facilitating HRD. We shall briefly discuss the meaning and outcome of their values in an 
organization. 
Openness: 
Openness is there when employees feel free to discuss their ideas, activities and 
feelings with each other. This facilitates both way communication and helps in getting 
right feedback, information and suggestions. Openness results in greater clarity of 
objectives and free interaction among people. People willingly share the information they 
have, with colleagues, seniors and juniors. As a result of openness, there will be more 
unbiased perfoiTnance feedback. Indicators of openness in an organization will be 
productive meetings and improved implementation of systems and innovations. 
Confrontation: 
Confronlation can be defined as facing rather than shying away from problems. It 
brings out problems and issues to the open with a view to solve rather than hide them for 
fear of hurting or getting hurt. All this involves taking up challenges. The term 
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conirontation is being used with reservation and means putting up a front as contrasted 
with putting one's back (escaping) to the problem. 
In positive sense it is meant for facing a problem and jointly work with others for 
its solution. The outcome of confrontation will be better role clarity, improved problem 
solving, and willingness to deal with problems and with "difficult" employees and 
customers. There will be wdUingness to teams to discuss and resolve sensitive issues. The 
indicators, which are also outcomes, can be improved by periodical discussions with 
clients, bold action, and postponing sticky matters. 
Trust: 
Trust is taking people at their face value and believing what they say. Trust is not 
used in the moral sense. It is reflected in maintaining the confidentiahty of information 
shared by others and in not misusing it. It is also reflected in a sense of assurance that 
others will help, when such help is needed and will honour mutual commitments and 
obligations. Trust is an extremely important ingredient in the institution building process. 
The outcome of trust includes higher empathy, timely support, reduced stress, and 
reduction and simplification of forms and procedures. Such simplification is an indicator 
of trust and of reduced paper work, effective delegation and higher productivity. 
Authenticity: 
Authenticity is the tendency on the part of people to do what they say. It is related 
to the congruence between one's feelings, expressions and actions. It is reflected in 
owning up one's mistakes, and unreserved sharing of feelings. Authenticity is closer to 
openness. The outcome of authenticity in an organization is reduced distortion in 
communication. This can be seen in the correspondence between members in an 
organization. 
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Proaction: 
Proaction means taking the initiative, preplanning and taking preventive action, 
and calculating the payoffs of an alternative course before taking action. The term proact 
can be contrasted with the term react. In the latter, action is in response to an act from 
some source while in the former the action is taken independent of the source. Proactivity 
gives initiative to the person to start a new process or set a new pattern of behaviour. In 
reactive behaviour the initiative lies with the source and the person merely acts according 
to the pattern set by that source. In other words, the usual response is reactive. Proactivity 
involves unusual behaviour. In this sense, proactivity means freeing oneself from, and 
taking action b(;yond immediate concerns. A person showing proactivity fiinctions at all 
the three levels of feeling, thinking and action. 
At the feeling level, he appreciates the other's point of view and is able to feel the 
other person. This is empathy. At the thinking level, the person may transcend his own 
immediate feeling and emotions and reason to understand a problem. At the action level, 
proactivity means transcending the immediate cause, i.e. taking initiative. Proactivity 
shows a high level of maturity and both individual employees and the organization can do 
a lot to promote it. The outcome of higher productivity will be more initiative in 
anticipating problems / issues, planning, strategy development, faster response, 
intemation processing information about competitors, the market, collaborators, raw 
material, etc. The outcome will also be early problem detection, detailed planning, 
analysis of successes and failures, reduction in surprises, improved time management, 
reduction in emergency meeting in organizations and with customers, wiUingness to enter 
new areas of work, timely curtailing of unprofitable business. 
Autonomy: 
Autonomy is using and giving freedom to plan and act in one's own sphere. It 
means respecting and encouraging individual and role autonomy. It develops mutual 
respect and is )ikely to result in willingness to take on responsibility, individual initiative. 
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better succession planning. The main indicator of autonomy is effective delegation in 
organization and reduction in references made to senior people for approval of planned 
actions. 
Collaboration: 
Collaboration is giving help to, and asking for help from, others. It means 
working together to solve problems and team spirit. The outcome of collaboration 
includes timely help, teojnwork, sharing of experiences, improved communication and 
improved resource sharing. The indication could be productivity reports, more meetings, 
involvement of staff, more joint decisions, better resource utilization and higher quality 
ofmeetings. 
Experimenting: 
Experimenting means using and encouraging innovative approaches to solve 
problems; using feedback for improving, taking a fresh look at things and encouraging 
creativity. We are so caught up with our daily tasks that we often only use traditional, 
tried and tested ways of dealing with problems. 
While these methods save time and energy, they also blind us from perceiving the 
advantage of new ways of solving problem. The more we work under pressure, the less is 
our inclination to try a different approach, as the risk seems to be too high. And yet. 
complex problems require new approaches to their solutions. Organizational learning 
does not imply repetitive action; it implies applying past experience to current problems 
to reach beyond. This can be called creativity. Other terms such as innovations, 
experiments, new approaches, etc. also convey the same meaning. 
There are several aspects of creativity in an organization. Creativity is reflected in 
new suggestions generated by employees, attempts at improving upon previous ways of 
working, trying out a new idea to which one has been exposed, innovating new methods, 
and thinking about a problem while ignoring so called constraijits. It is also the lateral 
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thinking which is aimed at generating alternatives. There is enough evidence that such 
thinking contributes towards the development of new products, new methods and new 
processes. 
CHAPTER 4 
Literature Review 
Several studies have been conducted in the past by the researchers in India and other countries concerning Human Resource Development and related areas. In order to get the up to date information on research findings and for 
advancing the knowledge further, data relating research studies have been collected 
from various sources and compiled in chronological order separately for India and 
other countries. 
4.1 HRD - Related studies in other countries 
Motivation: 
Studies were conducted by Porter (1961. 1962) and Porter & Lowler (1968) in 
USA to test employee motivation. The following major conclusions were drawn from 
their research. Managers at all levels had similar security and social needs. 
Satisfaction of higher order needs varied with the levels. Social, esteem and self-
actualization needs were satisfied more often in middle management levels. The needs 
of the lower level managers in small companies were more satisfied than in large 
companies. 
Job Satisfaction: 
Hoppock (1935) conducted study on job satisfaction and developed job 
satisfaction index. He developed four items, each one with seven alternative 
responses. His study established that job satisfaction was related to individual's 
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reaction to unpleasant situation, adjustment with other persons, social and economic 
status, nature of work, security and loyalty. 
Kunin (1955) developed job satisfaction measurement scale known as Kunin's 
faces scale consisting of 11 male faces with expressions ranging from a deep scowl to 
a broad smile. Respondents were asked to choose the face that best represents their 
feeling. Later, Dunham and Herman (1975) introduced 15 female faces on a 100-point 
scale ranging from neutral to happy face and neutral to unhappy face. 
Supervisory Behaviour: 
Study conducted by Katz and Kahn (1951) in Michigan university showed that 
time spent in planning, greater degree of delegation, employee rather than production 
orientation and the attitude and group pride were related to effective supervision. 
Randle (1956) made an extensive study on 1427 executives from 25 
companies. According to him an effective leader exhibited higher degree of drive, 
intellectual ability, leadership ability, administrative ability, initiative motivation and 
creativity compare to an ineffective leader. 
A series of studies were conducted by Stogdill and Coons (1957). at Personnel 
Research Board at Ohio State University. The leadership behaviour questionnaire 
items were grouped in nine behavioural dimensions related to integrations, 
communication, production emphasis, representation, organization, evaluation, 
domination, fraternization and initiation. 
Likert (1959) suggested management of human resources as the most 
important task of a leader. The effectiveness of a leader depended on his location on 
the 'organizational style scale" with four segments. These segments were authoritarian 
and exploitation, less exploitative but still authoritarian, more consultative and total 
participative approach. The results derived from data exhibited total participation 
approach as more productive in terms of higher output, low cost, better industrial 
relations and a favourable attitude towards super\'ision. 
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Performance Appraisal: 
According to McGregor's (1957) study, superiors used performance appraisal 
as a basis of counseling the employee. The purpose was to help the employee over 
come his weakness and become more eflfective in his job. 
Stewart and Stewart (1977) studied the performance appraisal system in large 
number of firms in UK. As per the study, performance appraisal was having strong 
linkage with induction and training. It provided data to determine promotion and 
transfer. 
Yager's (1981) study suggested that supervisor needed to motivate, encourage, 
build, train, enforce and modify behaviour of his subordinates. This happened if there 
was regular and fi-equent interaction between superior and subordinate. This 
interaction process was seen as performance appraisal because in each interaction 
process some comments were exchanged on the tasks in hand. 
Training and Development: 
McGhee and Thayer (1961) proposed a model of training need identification 
based on their studies. It consisted of three components namely - Organizational 
analysis, Task analysis and Man analysis. Organizational analysis was concerned with 
organizational objective. Task analysis involved detailed analysis of various 
components of jobs, and how they were performed. Man analysis focused on 
individual (employee) skills, abilities, knowledge and attitude. 
Johnson (1967) conducted studies in different organizations and provided 
additional methods of identifying training needs such as - Analysis of equipment. 
Brain storming and Problem clinic. Analysis of equipment was concerned with 
modification and changes in existing machines, equipment and technology. Brain 
storming involved professionals with different back grounds suggesting the kind of 
training that would help them performing tasks. Problem clinic was concerned with 
the discussion in a homogenous group regarding nature of training that would 
facilitate better maintenance and improve quality. 
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Argyris's (1971) study suggested that an organization's effectiveness depended 
on its ability to achieve its goals, to maintain itself internally, and adapt to its 
environment. Continuous training would help the employees to cope with changes and 
retain organizational viability. 
Team behaviour: 
Barnard (1938) conducted study to find causes of group effectiveness. His 
study revealed that effectiveness of a group is related to processes involved in 
performance, satisfaction and utilization of available resources to accomplish the 
recognized objectives. 
Lewin, Lippit and White (1960) tested the effect of authoritarian and 
democratic supervisory style in artificially created condition. It was noticed that in the 
autocratic climate the subordinates stopped the work as soon as the supervisor walked 
away while in democratic climate the absence of supervisor made little or no 
difference in the performance of the job. On the basis of this research, "Group 
Dynamics" and conditions that influence behaviour of the group was determined. 
Quality of Work Life: 
Alexander (1972) conducted study on participative management. His study 
established that the basic objective of participation was to provide worker a sense of 
importance, pride, freedom and opportunity for self-expression, a feeling of 
belongingness so as to create positive conditions for industrial relations and an 
atmosphere of industrial peace. 
Walton (1975) on the basis of his study, proposed eight conceptual categories 
that together make up the quality of work life. These were: adequate and fair 
compensation, safe and healthy working conditions, immediate opportunity to use and 
develop human capabilities, opportunity for continued growth and security, social 
integration in work organization, constitutionalisation in the work organization, work 
and the total life space, the social relevance of work Hfe. 
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Herrick and Maccoby (1975) conducted studies to identify basic principles of 
humanization of work. These were: The principle of security, The principle of equity, 
The principle of individuation, The principle of democracy. 
Studies on HRD Climate: 
Nadler (1969) in the United States conducted studies on HRD in different 
organizations. He linked HRD to three activities, namely - training, education and 
development His study emphasized the need for designing a series of activities to 
produce behavioural change within specified time fi-ame. 
Nakane (1970) in his study established the HRD orientation in Japan to 
Japanese culture. The homogeneity nature of Japanese society, the organizational 
identity, group harmony, and the extreme form of job security & stability of 
employment were the most important factors contributing to the unique positive HRD 
climate. HRD in Japanese organizations was based on all-round development of 
employees rather than the development of organizationally relevant skills and abilities. 
4.2 HRD - Related studies in India 
Motivation: 
Narain (1973) conducted study on public sector managers in India to test 
employee motivation. His results indicated following trends. Managers at all levels 
recognized security as the most iniportant need to be satisfied. Satisfaction of ego and 
self-actualization needs increased with higher level managerial hierarchy. 
Nitish De (1976) made a study on factory workers and rotated them in various 
jobs. At the end of six months it was found that each worker became a multi-skilled 
employee and their overall efficiency increased fi'om 26.8 percent to 63.9 percent. 
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Saiyadain (1977) conducted study in semi-Government organizations to test 
employee motivation. The study suggested that: employees at all levels equally 
emphasized on satisfaction of social and security needs. As far as ego and self-
actualization was concerned, the higher the level, the higher was their satisfaction. 
Sharma (1983) conducted study on 3754 supervisors in 50 organizations. His 
results revealed that the most critical factors of employee motivations were grievance 
handling, recognition and appreciation, participative management and scope for 
advancement. 
Job satisfaction: 
Sinha and Nair (1965) found that the low productive workers of a large 
machinery manufacturing plant were less satisfied than high productive workers. 
Pestonjee (1973) developed S-D inventory with 80 - interrogatory type 
statements. There were 20 items in each of the following areas i.e., Job, Management, 
Social relations and personal adjustments. 
Lai & Bhardwaj (1981) conducted study of three categories of employees on 
16 factors and calculated the rank on the basis of satisfaction scores. For supervisors, 
three important factors such as relationship with other employees, responsibility and 
relations with superiors and for skilled workers independence, responsibility and 
working conditions were linked with job satisfaction. 
Singh and Srivastava (1983) established that the relationship between 
satisfaction and productivity was mediated through need for achievement. Employees 
high on need for achievement had shown better relationship between productivity and 
job satisfaction than those having low need for achievement. 
Saiyadain (1985) conducted cross-cultural study on 620 Nigerian and 778 
Indian employees. They were asked to respond on a 6-point scale concerning job 
satisfaction. The study reinforced the contention that what satisfied employees could 
not be uniformly attributed to all classes of employees. 
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Supervisory Behaviour: 
A study was conducted by Singh and Pestonjee (1974) to observe the effect of 
production oriented type and employee oriented type of supervisors on the job 
satisfaction of employees. The sample was drawn from Rajhara iron ore mines, Bhilai 
Steel Plant. In that study, subordinates working under employee oriented supervisors 
experienced greater satisfaction. 
Singh and Srivastava (1979) studied the effect of production and employee 
oriented supervisory style on the performance of blue-collar workers. The workers 
working under employee oriented supervisors scored significantly higher on the 
performance rating scale compared to those working under production-oriented 
supervisors. 
Muthayya and Vijay Kumar (1985) collected data on 68 scientists of different 
levels including administration and personnel. This study measured five styles of 
leadership - direction, negotiation, consultation, participation and delegation. The most 
predominant leadership style was found to be direction followed by participation. 
Performance Appraisal: 
Shetty (1970) undertook a comparative survey of 12 American and 9 Indian 
companies. According to this survey these companies were found using performance 
appraisal for determining wage increase. The second rank was given by both the 
samples to promotions and transfers. Identifying supervisory persormel was rated as 
third and training & development was ranked fourth most important objective of 
performance appraisal 
Chakraborty and Chatterjee (1975) conducted study on 250 public sector and 
36 private sector managers. About two-third managers from both public and private 
sector organizations wanted their superiors to lay greater emphasis on the efforts put 
by them, irrespective of results. The public sector managers emphasized this factor 
more than the private sector managers. 
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Pareek and Rao (1981) study viewed the objective of performance appraisal 
differently. According to their findings appraisal system needs to overcome 
weaknesses of employees, enable performance improvement, generate feedback and 
guidance, contribute to growth & development of an employee, help in goal setting, 
provide inputs to reward system, help in creating desirable culture, identify training 
needs and generate significant information about employees. 
Monga's (1983) study stressed that all appraisal systems emphasize individual, 
organizational and mutual objectives. Individual objective was concerned with 
personal development, involvement and satisfaction of individual. Organizational 
objective was concerned with generating manpower information, helping HRD, 
improve efiticiency and effectiveness of employee. The mutual objective was 
concerned with mutual goals, growth and development, harmony, effectiveness and 
profitability 
Training and Development: 
Sunderam's (1970) study suggested that training needs of employees could be 
identified through observation of their work. Observation was normally concerned 
with poor performance, low production, high cost, poor product quality, high scrap, 
spoilage, wastage, accidents, absenteeism, and turnover. 
Kalra (1972) collected data on participant's objectives in attending training 
programmes. His results exhibited that participants want the training programmes to 
help them to develop technical skills, managerial skills and communication skills. 
Srinivasan (1977) coUected data on trainees. Focusing on the individual's 
motivation for attending training programmes, the study highlighted two areas - career 
development and continuing education. 
In his study Bhatia (1981) suggested attitude as the main objective of training 
rather than knowledge. He identified three areas of training - technical skills and 
knowledge, knowledge of organization and external systems, conceptual and 
interpersonal skills. 
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Saiyadain (1987) conducted a survey of training function in India covering 49 
organizations. The results suggested that 65.3 percent and 67.3 percent of the 
organizatiorLS were having formal appraisal system for managers and supervisors 
respectively. Of these, 60 percent and 58 percent sought appraisers' recommendations 
specifically on the training needs of managers and supervisors, respectively. The 
results indicated that as many as 57.1 percent of the organization advised the 
immediate supervisor to report on the improvement of performance of the employees 
sent for training. In 16.3 percent of the cases such evaluations were made by involving 
ft 
external consultants. As many as 69.3 percent of the organizations advised their 
employees to provide formal reports of their assessment of training programmes. 
Agarwal (1982) in his study on graduate engineering trainees in three large 
pubhc sector organizations found that the trainees perceived the method and the 
content of training as demotivating and dissatisfying. He suggested that trainees 
needed to be provided active participation, feedback on their performance and facility 
to transfer training content to real life situation. 
Team Behaviour: 
Pareek (1976) conducted series of studies covering a total sample of 764 
respondents. On the basis of these studies Pareek observed that while there were 
definite gains from cooperation, unconditional cooperation did not lead to 
effectiveness but to exploitation, blocked communication, and refusal for negotiation. 
Over succumbing to cooperation might kill initiative, healthy competition, honest 
difference of opinion, which were necessary for achieving excellence. 
Sheth (1979) conducted study on conflict management. His study revealed that 
conflict arises due to misperceptions, accentuated by lack of information sharing, 
individual motives that conflict with group motives and negative attitudes. 
Sharma (1985) carried out a study in which two warring department heads 
along with their teams were made to spend eight to ten hours to experience 
constructive criticism and problem solving orientation in order to reduce their Lnter-
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group differences. It was found that the inter-group tension was reduced by group 
sessions, which emphasized internalization and ownership of action plans jointly 
agreed. 
Quality of Work Life: 
Sheth (1972) has mentioned that under the chairmanship of Mr. Vishnu Sahai a 
study group was formed to study the quality of work life in public sector undertakings. 
The study suggested measures to improve working conditions, productivity, 
communication, general administration, labour laws and collective agreements, 
encouraging suggestions and creating a sense of participation among employees. 
Verma (1984) conducted study on the workers participation in TISCO. He 
gave detailed account of the 3-tier set up which had on the top, Joint Consultative 
Council of Management (JCCM) foUowed by Joint Work Council (JWC) and 
Department Council (JDC). 
Sahu (1985) collected data on tea manufacturing and production organizations 
in both public and private sector. His results suggested that except trade union leaders 
all other perceived the participative management as means to improve productivity 
and job satisfaction, and to decrease absenteeism and waste. Sahu identified several 
barriers to participative management such as: lack of supportive climate, poor 
communication, multiplicity of unions, lack of proper educational background of 
workers, limited appreciation by union leaders and political climate. 
Studies on HRD Climate: 
A survey of HRD practices was conducted by T V Rao in 1982 covering 45 
industries. Another survey was conducted by Rao and Abraham in mid-1984 covering 
53 industries. These studies provided data on HRD practices in Indian industries (Rao 
et al, 1986). These studies indicated by and large a positive trend in the use of open 
appraisal system, improving the training function, taking up OD activities and using 
employee counseling b> an increasingly large number of companies. However, no 
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major breakthrough seems to have taken place in potential appraisal and potential 
development. 
Agarwal (1986) has mentioned the studies on HRD climate conducted in State 
Bank of Patiala in 1983 and 1985, and has compared the scores. The studies indicated 
that in 40 of 43 dimensions there was an improvement in HRD climate during two 
years period. The changes in HRD climate were attributable in part to serious attention 
to HRD policies and systems by the management. 
» 
Rao and Abraham (1986) conducted HRD climate study in 41 different 
organizations. A 38-item HRD climate questionnaire was admim'stered to 1614 
respondents. The study revealed that: the general HRD climate was at average level. 
Employees' attitude towards recognizing their own strengths and weaknesses was not 
encouraging. The top management in most of the organizations did not go out of its 
way to improve quality of work life. Other impediments were: lack of support to 
employees returning from training to implement what they had learnt and not helping 
in career development. The dimensions on which the organizations scored better were 
top management's belief in HRD, helping nature of employees and interest to learn 
during training. 
The 40-items, OCTAPACE profile questionnaire was developed by Pareek and 
its reliability was tested in 1991. Studies have been conducted in different 
organizations to improve organizational ethos. On the basis of findings action plans 
were made for promoting positive forces and more importantly, reducing or 
eliminating negative forces. 
4.3 Scope for HRD Climate study 
Although much work has been done by several researchers in HRD related 
topics and HRD subsystems, few have conducted integrated studies concerning HRD 
climate in Indian organizations. In the present industrial and changing economic 
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environment there is increasing scope for integrated studies in the HRD climate. It is 
desirable to monitor the functioning of HRD mechanisms, relevancy of HR policies, 
motivational changes, employees' tastes and perceptions in an organization 
periodically. Such studies are going to help the organizations in formulating new 
strategies for gaining competitive advantages. 
There appears to have no such record of integrated study on HRD climate in 
BSL in over a decade. Therefore there is ample scope for conducting study of HRD 
climate in BSL. HRD climate study in BSL needs to be conducted on urgent basis. 
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Study ofHRD Climate 
5.1 Need of the Study 
The liberalization of the Indian economy and the many changes that are taking place in our economic environment have put an unprecedented pressure on organizations to improve their performance. Many organizations in the 
private corporate sector are working for creating sustainable competitive advantages. 
The public sector is being called upon to improve its performance or face 
privatization. Organizations today are faced with the need to: 
a Improve the quality of output, 
• Reduce costs, 
• Improve productivity, 
• Enhance customer orientation and 
• Become "Learning Organization" 
People and their development are central to meeting these objectives. In view of 
the changing economic scenario and pressing demand for improving performance of 
industrial units, study of HRD climate of an organization makes important sense, 
which the management may find useful for taking remedial actions. Study of HRD 
climate was conducted earlier in the year 1991 during pre-liberalization era. There is a 
gap between earlier study and HRD climate prevailing today, especially after 
Chapter 5 Study ofHRD Climate 
liberalization. The effect of liberalization is now visible in all organizations. 
Therefore, study on HRD climate need to be conducted in the largest public sector 
steel plant at Bokaro. 
5.1.1 Changed Scenario for PSU 
The public sector in India today finds itself f^ing competition ^ j an 
increasingly volatile environment, brought by globalization as welT^^^^ByTSberalization 
of the domestic market. Concepts like privatization and autonomy in the management 
of public enterprises through the instrument of the memorandum of understanding 
(MOU) has created a new challenge to the PSUs. The attitude towards sick units is 
also changing. Protection of employment at any cost and providing alternative options 
for the displaced employees is no longer considered obligatory. The central 
government is also gradually off loading its investment in the public sector. The 
government is reviewing the notion of public monopolies and allowing private 
enterprise entry in sectors that were hitherto reserved for public sector. Public 
enterprises are under pressure to earn profit. They have to develop new competencies 
among employees and lay off inefficient personnel. They are faced with the task of 
developing customer and competitive orientation. Difficulty in this adjustment process 
is created by the flight of talent fi-om these enterprises to the new entrants. The private 
sector entrants are now competing not only for the share of market but also for the 
share of the useful experiences acquired by the public enterprise. The employees, who 
leave public enterprise to join private ones, carry with them the lessons of their earlier 
experience and help the entrant to avoid the pitfalls and establish firmly in the market. 
For Indian manufacturer, liberalization brings the challenge of competing with 
international organizations in providing quality products and services both in India and 
abroad. Foreign entrants in the Indian market start out with some distinct advantages 
in terms of technology, design, quality, speed of supply and service, reliability of 
product and delivery of service, after sales service, cost and abundance. Due to the 
competitive disadvantages many PSUs are in loss. Already about 60 Public sector 
enterprises are with Bureau of Industrial and Financial Reconstruction {Survey of 
11 
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Indian Industry 1999 p33). Many more would land up with BIFR if early corrective 
measures are not taken. 
5.1.2 Challenges ahead for Bokaro 
The public sector steel plant at Bokaro, too, is faced with the challenges of the 
new liberalized global economic environment. In January 1992, the price controls 
were abolished on steel products. In 1994, the Steel Development Fund cess was 
abolished and the Engineering Goods Export Assistance Fund ceased to exist in 
January 1996 {Survey of Indian Industry 1999 p213). There no longer exists any kind 
of restrictions on imports or exports of any steel item. 
In the wake of delicensing, decontrol and liberalization of the Indian steel 
industry the following trends are discernible: 
a Radical shift in the approach from being 'production oriented' to 'profit 
oriented' through greater focus on market orientation, cost reduction, customer 
satisfaction and operational efficiencies. 
a Competition from recently set up domestic private sector steel plants equipped 
with ultra modem technology and less manpower to produce world class steel 
at competitive operational costs. 
a Threat of imports / dumping with falling duties and unrestricted imports. 
• The domestic consumers now have many choices at competitive price. 
a Stagnation in domestic consumption due to reduction in Government's planned 
expenditure, lack of investment in infrastructure and additional capacity 
creation with incorrect anticipation. 
a Protection to the domestic industry has been to a great extent eroded by virtue 
of the agreement reached among the nations under the WTO agreements. 
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• As regard human resources, it has a major task of developing its manpower for 
achieving higher productivity, managing change and creating 'enabling' 
environment. 
5.2 Statement of the Problem 
The following are the specific problems faced by the company. 
General management problems: 
a Bokaro Steel Plant is built with moderate technology. Its machinery and 
installations are comparatively new. It has been built with primarily indigenous 
components. It has huge manpower having exposure to engineering, 
supervisory and managerial training. Yet the plant has not achieved the quality 
and productivity standards of steel producers of developed countries. 
a The plant is faced with problem of under utilization of rated capacity of 
various production facilities. 
• The cost of production is high. Thus it finds itself at a price disadvantage in 
global market. 
• Consumption of raw materials, power, energy, spare parts and other 
consumables is high. There are wastages as well in many areas. 
a Protective umbrella of the Government especially in terms of financial support 
is being withdrawn gradually. PSUs are answerable to share holders for their 
performance. 
a The competitive scenario has put additional demands for customer orientation 
especially in terms of meeting delivery schedules, product quality, price 
competitiveness and after sale service. 
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• The company is facing huge interest burden due to capital borrowing for its 
recent modernization projects. 
a The company is losing profit compared to previous years due to various 
reasons {Annual Statistics, BSL) 
The company has a challenging task ahead. It has to over come the difficulties 
under the present complex situation where the steel industry all over the world is 
passing through recession. The company has to prepare its human resource to face the 
ft 
demands of the new situation. 
HR related problems: 
The organization is facing difficulties on people fi-ont. The important hurdles 
encountered by BSL on HR front are: 
• Slow perception of change in the environment due to lack of effective 
information system. 
a Lack of employee commitment to learning. 
• Resistant to change due to perceptual gaps. 
• Lack of long term perspective in solving problems or making plans. 
• Lack of developing employee competencies and motivation. 
• Prevalence of sectarian view- points, and absence of group ethics. 
The challenges faced today have implication for HRD. As the existence of the 
organization is threatened, HRD department needs to integrate its work with the 
business goals of the organization. For this HRD staff would be required to focus their 
attention on the mission, vision and business goal of the organization. 
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5.3 Objective of the Study 
A dynamic and growth oriented organization pays attention to the development 
of its human resource. People there, are helped to acquire capabilities for effective 
performance of new roles/functions/tasks that arise in the process of organizational 
growth and change in the environment. HRD thus, becomes an instrument for 
organizational dynamism and growth. It is imperative that an 'enabling' HR culture 
plan is developed. Such a plan needs to be based on a scientific study of existing HRD 
cUmate. The present study has been undertaken keeping this aim in mind. 
The main objective of the study are: 
1. to assess the organizational climate of the company, especially OCT APACE 
cultuie. 
2. to assess the existence and fimctioning of HRD mechanisms. 
3. to review HRD mechanisms and sub-systems for internalization of HRD 
culture. 
4. to assess general view of employees regarding top management commitment 
for development of its employees. 
5. to make comparative study among major groups like, Production, Maintenance 
and Services with regard to functioning of HRD mechanism, management's 
concern for employee development and employees view towards HR 
development in their area of working. 
6. to make an assessment of perception of employees with varied length of 
service towards fulfillment of organizational commitments. 
7. to determine the gap between the findings of present study and past available 
data. 
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8. to examine improvement / deterioration if any in the characteristics of 
organizational climate. 
9. to make action plan for job rotation, redeployment, role development, training, 
competency development, career plan and succession plan based on the study. 
10. to make plan for HRD interventions for culture building. 
11. to bridge the gap between the desired and existing level of HRD climate. 
ft 
12. to prepare HRD professionals and line managers for catalyst action in planning 
and implementing the development plans. 
Apart from these specific objectives, one important objective of this study is to 
create a learning environment in the organization. Learning environment implies the 
following characteristics. 
a) A motivating environment where employees have a constant desire to put in 
effort and make things happen. 
b) W'Tiere employees enjoy their work, feel happy to contribute to the 
organization and derive satisfaction. 
c) Where employees are encouraged to give their ideas, opinions and views. 
d) Where employees are willing to sacrifice smaller goals for the larger ones. 
e) Where collaboration and team spirit characterize the culture, people care for 
each other and are helpful to each other. 
f) Where problems are discussed openly, issues are confronted and employees are 
encouraged to take initiative. 
g) Where mistakes are used as learning opportunities. 
In order to achieve HRD objectives, this study shall enable HRD department 
and professionals to integrate their work with the business goals and to create a 
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learning environment and development climate in the organization. Based on the 
outcome of the study, the HRD department will be in a position: 
I. to develop a HR philosophy for the entire organization and ensure top 
management commitment to it. 
II. to plan and design new methods and systems of developing and strengthening 
the HRD climate. 
III. to monitor effectively the implementation of various HRD subsystems / 
mechanisms. 
IV. to aim at employee development, job satisfaction, good quality of work life, 
organizational health and employee well being. 
V. to get input from employees about factors aflfecting their motivation and work 
effort. These inputs to the personnel department and / or top management 
further helps in evolving appropriate policies. 
The HRD tree will bear fruits (corporate goals) only when all the sub-systems, 
techniques, tools are properly used as per the requirements of the business. HRD 
process has to be viewed as a wholistic approach of the organizational strategy to 
develop the work force for achieving the corporate break through (Pareek et al, 1981). 
5.4 Research Design 
While focusing on the dimensions of the HRD frame work in an organization, 
there is need to get feed back on implementation of the various sub-systems. On the 
basis of the feedback, organization can think in terms of evaluating various 
interventions and take corrective actions wherever warranted. Research, therefore, 
provides data on employee perception, on organizational climate. Research also helps 
to visualize the future scenario. It enables us to foresee changes on the technological, 
cultural and economic fronts. It prepares the employees to meet new demands by 
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identifying the kinds of capability and competencies that are needed. It enables us to 
think of ways and means to redesign the present interventions to meet these needs. 
EfiFective implementation of HRD is facilitated by periodic assessment and 
monitoring of the HRD climate, the effectiveness of various HRD instruments, roles 
performed by the HRD department, competencies of HRD staff, and the development 
philosophy and supervisory styles of line managers. 
This research uses two most acclaimed HRD instruments. These instruments 
provide comprehensive data about an organization's existing HRD climate. HRD 
climate survey questionnaire designed by T.V Rao & E.Abraham, and OCTAPACE 
profile questionnaire developed by Udai Pareek has been administered among 
respondents covered in the study. 
5.4.1 HRD Climate Survey and its administration 
HRD Climate Survey Questionnaire developed by Rao and Abraham is a 
widely used instrument to survey the HRD climate in an organization. The 38 item 
HRD climate questionnaire assesses the general climate, OCTAPAC culture and 
implementation of HRD mechanisms. The general climate items deal with the top 
management support and line managers' commitment to HRD. The OCTAPAC items 
deal with the extent to which openness, confrontation, trust, autonomy, proactivity, 
authenticity and collaboration are valued and promoted in the organization. The items 
concerning HRD mechanisms measure the extent of implementation of HRD 
mechanisms. These three groups are based on the following assumptions. 
a A general supportive climate is important for HRD if it has to be implemented 
eflfectively. 
• Successful implementation of HRD involves taking an integrated look at HRD 
and making efforts to use as many HRD mechanisms as possible. These 
mechanisms include: performance appraisal, potential appraisal, career 
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planning, performance rewards, feed back and counseling, training, employee 
welfare for quality work life, job-rotation etc. 
a OCTAPACE culture is essential for facilitating HRD. 
The 38 items HRD climate survey questionnaire is presented in appendix-1. The 
questionnaire uses a five-point scale. It could be administered amongst employees 
(specially supervisory and managerial staff) and a HRD climate profile can be drawn 
up. The scores may range from 0 to 152 when the scores on all the 38 items are added 
to get a composite score. Scores above 114 indicate a good HRD climate. Scores 
closer to 150 indicate an excellent climate. Scores below 76 indicate considerable 
scope for improvement 
The scores of all the respondents are analyzed item-wise and areas needing 
improvement are then identified. 
5.4.2 OCTAPACE profile and its administration 
The OCTAPACE profile is a 40-item instrument (Appendix-2) that gives the 
profile of organization's ethos on eight values. These values are openness, 
confi-ontation, trust, authenticity, proaction, autonomy, collaboration and 
experimentation. The instrument contains two parts. In part 1, values are stated in 
items 1 to 24 (three statements of each of the eight values) and the respondent is 
required to check (on a 4-point scale) how much each item is valued in his 
organization. Part 2 contains sixteen statements on beliefs, two each for eight values, 
and the respondent checks (on a 4-point scale) how widely each of them is shared in 
the organization. 
Scoring: 
To make scoring easier, an answer sheet is provided. From the key (appended), 
the items marked with an asterisk are first reversed so that 4 becomes 1, 3 becomes 2, 
2 becomes 3 and 1 becomes 4. This makes all items unidirectional. The rows are then 
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added. The eight rows represent the eight aspects (OCTAPACE) in the same order. 
The scores on each aspect range from 1 to 20. 
Openness : 1,9,17,25*,33 
Confrontation : 2,10,18,26*,34 
Trust : 3,11,19,27,35* 
Authenticity : 4,12*,20,28*,36 
Proaction : 5,13,21,29,37 
Autonomy : 6,14*,22*,30*,38 
Collaboration : 7,15,23*,3r,39 
Experimentation : 8,16,24,32,40* 
5.5 Sample 
Two Sets of Questionnaires have been administered to 118 managers / 
supervisors of the organization. All major departments are included in the survey. 
Questionnaires have been distributed taking into consideration availability of 
managers. Data has been collected from different strata of managerial posts from all 
over the company. Employees have been covered from various production shops, 
centralized maintenance and service groups. More than 30 respondents have been 
selected from each category i.e. production shops, centralized maintenance and service 
groups. UnifoiTn procedure has been followed for sampling and data collection in the 
organization. The questiormaires have been administered to the respondents by the 
researcher himself The respondents were asked to indicate their degree of agreement 
or disagreement on the interval scale. Overall, the researcher received a positive 
response. Being an internal person helped generate genuine responses from 
respondents. 
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5.5.1 Internal Consistency and Reliability 
Coefficient of correlation has been computed between the 38 items of the HRD 
climate survey instrument (Rao et al, 1986). The high inter-item coeflBcient of 
correlation indicates high internal consistency among the items. Factor analysis 
indicates that there is one general factor running through out all the items explaining 
about 36 percent of the variance. The rest of the factors contribute to less than 5 
percent variance each. A cluster analysis of the items indicates that all the items 
belong to the same cluster; and dropping any item would not improve that one cluster. 
It therefore implies that all the items are good items thereby validating this 
questionnaire. The details of the cluster analysis, is given in Appendix-3. (Rao and 
Abraham, 1986) 
The split-half reliability of the OCTAPACE profile (developed by U. Pareek) 
on a sample has been found to be 0.81 (Mathur, 1991). Alpha coefficient for a group 
has been found to be 0.9. 
To ensure the internal consistency of the instrument, each of the 40 items has 
been correlated with the total score for a group of manager (Pareek, 1997). Out of 
forty, twenly-seven items have correlations that are significant at 0.001 level, four at 
0.01 level, and two (numbers 19 and 35) at 0.05 level. Six items (numbers 
12,22,25,31,36 and 40) have zero correlation, and one (14) has a negative, but 
insignificant correlation with the total score. The five items with zero and negative 
correlations are for the aspects of openness (25), authenticity (12), autonomy (14,22), 
collaboration (23) and experimentation (40). It is interesting to note that all these items 
are among the eleven items that are worded negatively. On the whole, item-total 
correlations provide satisfactory results. 
Validity has been indirectly tested by comparing the scores with their ranking 
by two judges for their effectiveness (Pareek, 1997). The judges" rankings have been 
independently done and agreed with one another. Validit\ needs to be fiarther tested 
and established. 
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5.5.2 Data Sources 
Two instruments, namely HRD Climate and OCTAPACE profile 
questionnaires have been used to collect primary data fi-om employees of BSL. The 
questionnaires elicit following information from the respondents about the HRD 
climate in the organization: perception of top management, competencies, 
communication, risk taking, strength & weakness, trust, collaboration, team spirit, 
favouritism & bias, personnel policies, appraisals, training, rewards, job-rotation, 
career planning and potential appraisal etc. The OCTAPACE profile provides valuable 
data on openness, confrontation, trust, authenticity, proaction, autonomy, collaboration 
and experimentation culture in the organization. 
Data has been collected from respondents through two sets of questionnaire. 
They have been asked to indicate their degree of agreement or disagreement on an 
interval scale. Confidentiality has been assured for the identity of the respondents and 
the content of data provided. Data has been collected from all levels of managerial and 
supervisory positions. Data sources include employees from various age groups and 
disciplines. Also employees posted at diflferent locations and environment, have been 
covered in the survey. Before distribution of questionnaires, respondents were briefed 
about the objective of the study, how to fill up the answer sheet provided with the 
questionnaires, importance of providing unbiased data, important role played by the 
respondent in the survey, how they can help themselves and the organization through 
this survey. Queries / doubts if any arising from the respondents were cleared / 
clarified by the researcher while distributing the questionnaires. Though it was a time 
consuming exercise for the researcher to contact each respondent personally, it was, 
overall an enriching and rewarding experience. 
5.5.3 Sampling Plan 
The HRD climate and OCTAPACE profile questionnaires have been 
administered to the employees (specially supervisory and managerial staflf) of the 
organization as suggested by the instrument designers for HRD climate study 
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(Rao, 1991 and Pareek, 1997). Accordingly sampling plan has been prepared to cover a 
population of 4000 supervisory / managerial staffs from all disciplines and sections of 
the organization. 
Sampling size has been decided on the basis of precision. It is neither large nor 
too small and is truly representati\'e, reliable and unbiased with a reasonable level of 
confidence. Statistic is a characteristic of a sample, where as a parameter is a 
characteristic of a population. To obtain the estimate of a parameter from a statistic 
constitute the prime objective of a sample analysis. 
The confidence level or reliability is the expected percentage of times that the 
actual level will fall within the stated precision limit. If we take a confidence level of 
95%, then we mean that there are 95 chances in 100 that the sample results represent 
the true condition of the population within a specified precision range against 5 
chances in 100 that it does not. 
We may determine the sample size through the approach based on precision 
rate and confidence level. (Kothari. 1985) 
n - (z^. ap )^ / e^  
where n = sample size 
z= the value of standard variate at a given confidence level and it is 1.96 for a 95% 
confidence level. 
Gp = Standard deviation of population (estimated from a trial sample). We have 
CTp =19.4 for our purpose. (HRD climate questionnaire) 
. e= acceptable error or the difference between population mean {\i) and sample mean 
(X) to be kept within ± 3.5 with 95% confidence. 
Then as per the estimate, the sample size becomes, n=118. Considering the 
precision, reliability and 95% confidence level, it was decided to go for stratified 
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sampling with a sample size of 118. In order to study individuals and group scores, it 
has been ensured that more than 30 respondents were covered in each group. These 
groups belong to production, maintenance, and services category. 
5.5.4 Pattern of Analysis 
It is essential for a research study and for ensuring that all relevant data have 
been collected for making contemplated comparisons and analysis. The term analysis 
refers to the computation of certain measures along with searching for patterns of 
relationship that exist among data groups. The large volume of raw data, have been 
reduced to homogenous groups to get meaningful relationships. This fact necessitates 
classification of data in groups or classes on the basis of common characteristics. The 
entire data have been divided in to number of groups or classes called class intervals 
with equal class magnitude. 
The number class intervals and their magnitude have been decided by adopting 
the formula, suggested by H.A. Sturges in case of HRD climate survey data (Kothari, 
1985). 
I=R / (1+3.3 log N)=(122-25) / (1+3.3 log 118)=12.3 
Where 1= size of class interval, 
R== Range (i.e. difference between the values of the largest item and the smallest item 
among the given items), 
N= Number of items to be grouped. 
In case of "HRD climate survey data", the data have been classified in to 
eleven classes with magnitude of ten each. The classifications have been made as per 
following: 20-30, 30-40, 40-50. 50-60, 60-70, 70-80, 80-90, 90-100, 100-110, 110-120 
and 120-130. All the classes have exclusive type class intervals, in which the items 
whose values are equal to the upper limit of a class are grouped in the next higher 
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class. Further the frequency of each class has been tabulated for statistical processing. 
The sample data and histogram of HRD climate survey has been shown in appendix-4. 
In case of OCTAPACE profile data, the answer sheet is suitably designed to 
tabulate the scores of eight OCTAPACE variables. The classification of scores in each 
OCTAPACE variable has been made with the available pattern of score. The 
classification of each variable is shown in table 5.1. 
Table 5.1 Classification of OCTAPACE-scores 
OCTAPACE Dimensions 
Openness 
Confrontation 
Trust 
Authenticity 
Proaction 
Autonomy 
Collaboration 
Experimentation 
Lowest Score 
5 
6 
6 
5 
6 
6 
6 
7 
Highest Score 
18 
17 
18 
15 
20 
16 
19 
17 
The sample data and histogram of OCTAPACE profile has been shown in 
appendix-5. The objective of the analysis is to find the pattern of relationship that 
exists among the data groups. This study provides us with profiles of the company, 
work groups, persons and other subjects on any of a magnitude of characteristics, 
which contributes to the HRD climate of an organization. 
5.5.5 Statistical instrument used 
The role of statistics in research is to function as a tool in designing research, 
analyze its data and drawing conclusions there-from. After classification and 
tabulation, as stated earlier, we go fiirther to develop certain indices or measures to 
summarize the collected / classified data. Only after this we adopt the process of 
generalization from small groups (i.e. samples) to population. 
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We are mainly concerned with inferential or sampling statistics to deal with the 
estimation of population parameters. The important statistical measures that we use to 
summarize the survey / research data are: measures of central tendency or statistical 
average, measure of dispersion and measure of relationship. 
Measure of central tendency (or Statistical averages) tells us the point about 
which items have a tendency to cluster. Mean, also known as arithmetic average, is the 
most common measure of central tendency. In "HRD climate data" the mean value of 
scores in each item out of 38 items have been calculated. Similarly the mean value of 
total scores of all 38 items, have been determined. This gives overall HRD climate 
score of the organization. In "OCTAPACE profile data" the mean value of scores of 
each variable out of eight variables have been calculated. Similarly the mean value of 
total scores of all eight variables, have been calculated. This provides overall 
OCTAPACE profile score of the organization. 
To get an idea about the scatter of the item values of a variable in the scores 
around the true value of average we have used the statistical tool, standard deviation to 
calculate the measure of dispersion. The standard deviation has been calculated in 
HRD climate data and OCTAPACE profile. Analysis of variance (ANOVA) technique 
has been used to find significance difference between two or more samples. F and P 
values have been computed by ANOVA technique. 
It is important to know the nature of distribution of items in a series and its 
symmetricality. The perfectly symmetrical curve, which is called normal-curve is most 
often found in skewed or asymmetric form. 
5.6 Limitations 
Cooperation of respondents is serious problem in a survey-based research. This 
was so in this study also. It was difficult to get cooperation Irom many respondents. 
Researcher had to personally persuade the respondents for their cooperation. It was 
hard to contact many respondents personally due to shift duty timing and their 
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engagement in work at different locations. Many respondents were not keen to fill up 
the questionnaire as they were sceptical about the utility of the study and had doubt 
about it resulting in their betterment. Respondents often asked whether the data is to 
be used by the management for any other purpose, which may harm their interest in 
fiiture. After getting assurance fi"om the researcher about the confidentiality of 
respondents and convinced with the sole purpose of the study, they did express their 
candid opinion. This study shall provide insight to the HRD climate in the 
organization under study. The findings of this study may not be applicable to other 
public and private sector steel plants in India due to varying nature of various 
influencing factors. 
CHAPTER 6 
Analysis of the Results and Discussion 
6.1 Overall Results 
6.1.1 Analysis of HRD Climate data 
The 38 statement HRD climate instrument help us understand overall HRD climate in the organization. The mean score of each variable in the instrument could theoretically range from 0 to 4. The mean scores have been converted to 
percentage and ranked as per merit for analyzing the influencing factors (Table 6.1). 
The data collected through HRD climate questionnaire containing 38 items have 
been grouped in three categories namely, General supportive climate for HRD, 
Functioning of HRD mechanisms and HRD cultural dimensions. The mean scores of 
various dimensions contributing to "General supportive climate for HRD" have been 
ranked (Table 6.1). Four important factors contributing to General supportive climate for 
HRD (as perceived by employees) namely, "Top management belief in HRD", 
"Importance given to HRD", "Managers' support to HRD" and "Managers' belief in 
HRD" are above the theoretical average i.e. (50% of maximum obtainable score). 
However, there are some factors that do not score that well are: "Top management 
support", "Time & resources" and "Personnel policies". The fmdings indicate that there 
is gap between top management belief and action towards development of its human 
resources. Further, it is not devoting sufficient time and resources for employees' 
development. Employees feel that Company's personnel policy fulfill limited 
developmental needs. However, line managers believe in development of employees and 
help them in developing their competencies. The total score obtained in "General 
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Table 6.1 
HRD Climate Scores 
Description Mean 
(N=118) 
SD Percentage Rank 
General Supportive Climate 
Top management support to HRD 
Top management belief in HRD 
Importance given to HRD 
Conduciveness of Personnel policies 
Time & resources for HRD 
Managers' support to HRD 
Help for competence development 
Managers' belief in HRD 
Conduciveness of Psychological climate 
Total 
1.27 
2.24 
2.23 
1.77 
1.75 
2.04 
1 87 
2.00 
1 97 
17 14 
0.95 
0.99 
0.91 
1.04 
0.84 
0.85 
0.85 
0.94 
0.88 
5.30 
31 75 
56.0 
55.75 
44.25 
43.75 
51.0 
46.75 
'50.0 
49 25 
47 61 
9 
1 
2 
7 
8 
3 
6 
4 
5 
Functioning of HRD mechanisms 
Identification of employees' potential 
Rationality of Promotion decisions 
Reward mechanism 
Appreciation by supervisors 
Performance appraisal - Objectivity 
Non threatening Performance feedback 
Management Information System 
Employees' welfare activities 
Job rotation 
Total 
1 76 
1 73 
2.06 
2.12 
1 98 
2.16 
2.05 
1 74 
1 39 
16 99 
0.97 
1.12 
0.94 
0.87 
0.92 
1 01 
1.04 
1.05 
1.16 
6.05 
440 
43.25 
51.5 
53.0 
49 5 
54.0 
51.25 
43 5 
34 75 
47 19 
6 
8 
3 
2 
5 
1 
4 
7 
9 
HRD Cultural dimensions 
Helping attitude among employees 
Informal discussion with seniors 
Guidance to juniors 
Free from biased impression 
Encouragement for innovation 
Understanding and help in case of mistake 
Self development initiative based on feedback 
Initiative to know self strength & weakness 
Concern for learning dunng training 
Opportunity for applying knowledge after training 
Need based sponsorship of trainees 
Trust among employees 
Expression of feelings to seniors 
Expression of feelings to juniors 
Actions without close supervision 
Delegation of authonty 
Initiative for taking higher responsibility 
Team spirit among employees 
Team approach to problem solving 
Concern for career development of subordinates 
Total 
Total HRD Climate Score 
2.47 
2.30 
2.12 
1 83 
1 94 
2.35 
1 56 
1 54 
2.15 
1 66 
1 72 
2.11 
2.27 
2.50 
1 90 
1 72 
2.34 
2.15 
2.28 
1 56 
40 47 
74 60 
0.83 
0.97 
0.87 
0.90 
0.84 
0.83 
0.94 
0 89 
0.92 
0.85 
0.96 
0.82 
0.88 
0 85 
0.87 
0 95 
0 87 
0 88 
0 94 
0 94 
10 58 
20 27 
61.75 
57.50 
53.00 
45 75 
48.50 
58.75 
39.00 
38.50 
53.75 
41 50 
43 00 
52.75 
56.75 
62.50 
47 50 
43 00 
58.50 
53.75 
57.00 
39 00 
50 58 
49 07 
2 
5 
9 
13 
11 
3 
17 
18 
8 
16 
14 
10 
7 
1 
12 
15 
4 
8 
6 
17 
95 
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supportive climate" is 17.14, which is slightly less than theoretical total average of 18.00. 
This indicates considerable scope for improvement. 
The functioning of HRD mechanisms (as perceived by employees) has been 
shown rank-wise in table 6.1. The four important HRD mechanisms as per the present 
survey namely, "Non threatening Performance feedback", "Appreciation by supervisors", 
"Reward mechanism", "Management information system" are well above the theoretical 
average i.e. (50% of maximum obtainable score). It indicates that employees do not feel 
insecure by the performance feedback system. Supervisors do appreciate their 
subordinates for good performance. Reward mechanism and management information 
system are moderately functional. 
The major problem areas in HRD mechanisms that emerge in this survey are: 
"Job rotation", "Rationality of promotion decisions", "Employees" welfare" and 
"Identification of employees' potential". It appears that minimum importance is given to 
job rotation and employees' welfare. Promotion decisions seem to have no Unk with 
employee potential. The total score obtained in "Functioning of HRD mechanisms" is 
16.99, which is below the theoretical total average score of 18.00. This indicates 
considerable scope for improvement. 
Under the category of HRD cultural dimensions, data has been collected on 20 
dififerent items. Scores obtained have been ranked in table 6.1. The two most important 
cultural dimensions (as perceived by employees) are: "Expression of feelings to juniors" 
and "Helping attitude among employees" that received a score above 60% of maximum 
obtainable score. Apart from these, nine more cultural dimensions scored more than 
theoretical average, i.e. 50%) of maximum obtainable score. These are "Understanding 
and help incase of mistake", "Initiative for taking higher responsibility", "Informal 
discussion with seniors", "Team approach to problem solving", "Expression of feelings 
to seniors", "Concern for learning during training", "Team spirit among employees", 
"Guidance to juniors" and "Trust among employees". The total mean score of 40.47 in 
cultural dimensions is marginally above the theoretical total average of 40.00. This 
96 
Chapter 6 Analysis of the Results and Discussion 
reveals that the HRD culture is at average level and there is considerable scope for 
improvement. 
The analysis of data reveals that relationship between seniors, juniors and 
colleagues is cordial and often they are helpful to each other. The analysis of data further 
establishes that employees show initiative to take responsibilities. They discuss problems 
with their seniors and get guidance from them. They trust each other, work in team and 
jointly solve the problem. They take interest to enhance their knowledge during training. 
The main problem areas in the HRD cultural dimensions identified in the survey 
are: "Initiative to know self strengths & weaknesses", "Self development initiative based 
on feedback", "Concern for career development of subordinates", "Opportunity for 
applying knowledge after training", "Delegation of authority" and "Need based 
sponsorship of trainees". It appears that employees neither take initiative to know their 
strengths and weaknesses for their own development nor their seniors show concern for 
the career development of their juniors. There seems to be a gap between training needs 
and sponsorship. Further, employees do not get opportunity to apply their knowledge 
after getting training. Study reveals that seniors like to do close supervision and do not 
like to delegate authority and responsibility to juniors. 
The total mean score of HRD Climate in the present study has been found to be 
74.60, which is sUghtly below the theoretical total average of 76. This indicates 
considerable scope for improvement in the HRD climate. 
6.1.2 Analysis of OCTAPACE profile data 
The 40 statement OCTAPACE questionnaire helps us understand organization's 
ethos on eight values. The mean score of each variable could theoretically range from 5 
to 20. The data collected through the instrument have been compiled and presented in 
table 6.2. Analysis of results reveals that three important dimensions of organizational 
ethos (as perceived by employees) are: Collaboration, Trust and Proaction that scored 
i> v^'" 
pV>-- 97 
Chapter 6 Analysis of the Results and Discussion 
Table 6.2 
OCTAPACE Profile Score 
OCTAPACE 
Dimensions 
Openness 
Confrontation 
Trust 
Authenticity 
Proaction 
Autonomy 
CollatKiration 
Expenmentation 
Total 
Mean 
(N=118) 
12 47 
12 06 
12.65 
10 80 
12.62 
1140 
12.66 
11 34 
96 0 
SD 
2 55 
2 22 
1 99 
1 88 
2 79 
167 
2 21 
2 01 
12 46 
Percentage 
49 79 
47 06 
50.99 
38 66 
50.79 
42 66 
51.06 
42 26 
46 66 ' 
Rank 
4 
5 
2 
8 
3 
6 
1 
7 
above the theoretical average i e (50% of maximum obtainable score) It indicates that 
employees like to work in team and jointly solve the problem They trust each other and 
honour mutual commitments. They take initiative for successful planning and execution 
ofjobs 
The major problem areas that emerge out in this study are Authenticity, 
Experimentation and Autonomy. It appears that employees do not come out openly with 
the problems and the reasoning Further there is little scope for taking independent 
decision in their area of working Employees get least encouragement to apply new 
methods and ideas 
The total mean score of OCTAPACE profile has been found to be 96.00, which is 
slightly below theoretical total average i e 100 00. This indicates considerable scope for 
improvement in organizational ethos 
6.2 HRD Climate in BSL vis-a-vis other Organizations. 
Comparison of HRD climate scores in BSL obtamed m this study vis-a-vis other 
organizations, help us compare HRD climate components in BSL in relation to other 
organizations Rao et al (1986) conducted HRD climate survey m forty one 
organizations I he average data for forty one organizations has been compiled and item-
wise mean scores along with total score have been categorized in three groups namely, 
"General supportive climate", "Functioning of HRD mechanisms" and "HRD cultural 
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dimensions" (Table 6.3). We get an insightful picture by comparing the results of the 
present effort with that of Rao's (1986) on HRD climate. Likewise Pareek's (1997) study 
provides data on OCTAPACE culture in tliree different steel plants. The average data for 
three steel plants has been compiled. The mean scores of eight values and total mean 
score have been presented in table 6.4. 
As is evident from table 6.1 & 6.3 "Top management belief in HRD" received the 
highest score where as "Top management support to HRD" received the lowest score in 
case of General supportive climate for HRD in both the studies..It appears that top 
Management shows concern for development of employees but at implementation 
stage, that level of sincerity is not observed. This is true not only for BSL but also 
in other organizations. 
Comparison of Functioning of HRD mechanisms (Table 6.1 & 6.3) in both the 
studies reveals that "Non-threatening Performance feedback" got the highest score in the 
present survey where as "Performance appraisal - objectivity" got the highest score in 
case of Rao's survey. In both the surveys "Job rotation" received the lowest score. It 
seems most of the organizations including BSL are not interested in job rotation of 
employees. Probably they do so to avoid risk of loosing productivity after immediate 
change. 
Comparative study of HRD cultural dimensions (Table 6.1 & 6.3), reveals that 
"Expression of feelings to juniors" scored highest in the present study and "Helping 
attitude among employees" scored highest in Rao's survey. In case of present survey 
"Helping attitude among employees" scored second highest score. Interestingly in both 
the surveys "Initiative to know self strengths & weaknesses" got the minimum score. It 
indicates that employees in general do not show initiative to know their strengths and 
weaknesses even for their own development. 
Comparison of total scores in all the three categories. General supportive climate 
(17.14 vs. 19.16), Functioning of HRD mechanisms (16.99 vs. 19.52), HRD cultural 
dimensions (40.47 vs. 43.23) and Total HRD climate (74.60 vs. 81.91) reveals that there 
is deterioration in the HRD climate of BSL. 
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Table 6.3 
H R D Climate Score in 
Description 
other Oi^anizations 
Mean SD Percentage Rank 
General Supportive Climate 
Top management support to HRD 
Top management belief in HRD 
Importance given to HRD 
Conduciveness of Personnel policies 
Time & resources for HRD 
Managers' support to HRD 
Help for competence development 
Managers' belief in HRD 
Conduciveness of Psychological climate 
Total 
1.70 
2.51 
2 29 
211 
2 09 
211 
1 95 
2 10 
2 30 
19 16 
1 10 
1 06 
1 03 
1 06 
1 07 
1 00 
0 98 
1 06 
1 04 
42.5 
62.75 
57 25 
52 75 
52 25 
52 75 
48 75 
52 5 
*57 5 
8 
1 
3 
4 
6 
4 
7 
5 
2 
Functioning of HRD mechanisms 
Identification of employees' potential 
Rationality of Promotion decisions 
Reward mechanism 
Appreciation by supervisors 
Performance appraisal - Objectivity 
Non threatening Performance feedback 
Management Information System 
Employees' welfare activities 
Job rotation 
Total 
2 13 
2 42 
1 96 
2 29 
2.47 
2 33 
2 01 
2 00 
1.91 
19 52 
1 07 
1 12 
1 18 
0 97 
1 02 
1 07 
1 16 
1 11 
1 16 
53 25 
60 5 
49 0 
57 25 
61.75 
58 25 
50 25 
50 0 
47.75 
5 
2 
8 
4 
1 
3 
6 
7 
9 
HRD Cultural dimensions 
Helping attitude among employees 
Informal discussion with seniors 
Guidance to juniors 
Free from biased impression 
Encouragement for innovation 
Understanding and help in case of mistake 
Self development initiative based on feedback 
Initiative to know self strength & weakness 
Concern for learning dunng training 
Opportunity for applying knowledge after training 
Need based sponsorship of trainees 
Trust among employees 
Expression of feelings to seniors 
Expression of feelings to juniors 
Actions without close supervision 
Delegation of authonty 
Initiative for taking higher responsibility 
Team spirit among employees 
Team approach to problem solving 
Concern for career development of subordinates 
Total 
Total HRD Climate Score 
2.59 
2 32 
2 15 
2 00 
2 06 
2 44 
1 95 
1.64 
244 
1 86 
2 15 
2 39 
2 38 
2 29 
211 
2 21 
2 41 
2 21 
2 08 
1 85 
43 23 
81 91 
0 94 
1 02 
1 01 
0 97 
1 12 
1 00 
0 93 
0 97 
0 96 
1 03 
1 10 
1 05 
1 05 
0 99 
1 04 
1 00 
0 88 
1 04 
1 00 
1 10 
64.75 
58 0 
53 75 
50 0 
51 5 
61 0 
48 75 
41.0 
61 0 
46 5 
53 75 
59 75 
59 5 
57 25 
52 75 
55 25 
60 25 
55 25 
52 0 
46 25 
1 
6 
9 
13 
12 
2 
14 
17 
2 
15 
9 
4 
5 
7 
10 
8 
3 
8 
11 
16 
Sowce Rao e/a/(1986) 
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Table 6.4 
Comparison of OCT APACE Profile Score with other Organizations 
OCTAPACE 
Dimensions 
Openness 
Confrontation 
Trust 
Authenticity 
Proaction 
Autonomy 
Collaboration 
Expen mentation 
Total 
Steel Plant 1 
(N=42) 
144 
14 0 
136 
12.5 
15.0 
138 
14 9 
137 
111.9 
Steel Plant 2 
(N=35) 
152 
14 2 
138 
12.8 
16.6 
14 9 
150 
14 7 
1172 
Steel Plant 3 
(N=25) 
136 
12.0 
131 
12 4 
137 
13.9 
134 
126 
104 7 
Present survey 
{N=118) 
12 47 
12 06 
12 65 
10.80 
12 62 
1140 
12.66 
11 34 
96 0 
Source Pareek (1997) for Steel Plants 1,2 & 3 
While comparing mean values of OCTAPACE profile witli other organizations it 
has been found that "Collaboration" got highest score in the present study where as 
"Authenticity" got lowest score. This factor "Authenticity" scored minimum in two steel 
plants covered in Pareek's study (Table 6.4). Low authenticity culture indicates that in 
BSL and some other public sector steel plants, a culture of manipulation and false 
projection of facts and figures prevails This culture seems to have developed due to 
bureaucratic public sector setup. 
The total score in the present OCTAPACE survey is found to be 96.00, which is 
less than the total score of Pareek's (1997) studies i.e. 111.9,117 2 and 104.7 respective!)' 
in three steel plants. It is thus evident that there is deterioration in the OCTAPACE values 
at BSL over a period of time. 
6.3 Analysis on the basis of work groups 
Analysis of data collected from three work groups i e Production, Maintenance 
and Services in BSL did not reveal any significant difference in the overall HRD climate 
(Table 6 5) The total HRD climate score in Production, Maintenance and Services 
groups are 74 85, 73 60 and 75 70 respectively. As regards specific dimensions, 
significant difference has been observed in "Top management belief (F=4 879, P=0 009) 
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Table 6. 5 Comparative H R D Climate Score for three 
Description 
Mean 
P 
N=34 
M 
N=43 
S 
N=41 
work groups 
SD 
P M S F-Cal P-
Value 
General Supportive Climate 
Top Management support 
Top management belief 
Importance given to HRD 
Personnel policies 
Time & resources 
Managers' support to HRD 
Help for competence development 
Managers' belief in HRD 
Psychological climate 
Total 
1 44 
2 67 
2 38 
1 94 
1 82 
2 02 
1 88 
1 88 
1 94 
17 97 
1 11 
2 02 
2 18 
1 81 
1 74 
2 02 
1 81 
1 81 
2 00 
165 
1 29 
2 12 
2 17 
1 58 
1 70 
2 07 
1 92 
2 31 
1 97 
17 13 
0 92 
0 87 
1 01 
1 09 
0 79 
0 75 
0 94 
0 94 
0 98 
554 
0 87 
0 98 
0 82 
1 07 
0 87 
0 85 
0 79 
1 02 
084 
5 24 
1 05 
1 00 
0 91 
0 97 
0 87 
0 93 
0 84 
0 78 
0 85 
519 
1 110 
4.879 
0 602 
1 127 
0177 
0 040 
0 184 
3.529 
0 041 
0 842 
0 332 
0.009 
0 549 
0 327 
0 837 
0 959 
0 832 
0.032 
0 959 
0 433 
Functioning of HRD mechanisms 
Identification of employees' potential 
Rationality of Promotion decisions 
Reward mechanism 
Appreciation by supervisors 
Performance appraisal - Objectivity 
Nonthreatening Performance feedback 
Management Information System 
Employees' welfare activities 
Job rotation 
Total 
1 79 
1 76 
1 91 
211 
2 02 
2 26 
2 14 
1 52 
1 29 
16 80 
1 72 
1 90 
2 18 
2 13 
2 00 
2 18 
2 02 
1 65 
1 37 
1715 
HRD Cultura 
Helping attitude among employees 
informal discussion with seniors 
Guidance to juniors 
Free from biased impression 
Encouragement for innovation 
Understanding and help in case of 
mistake 
Self development initiative based on 
feedback 
Initiative to know self strengtti & 
weakness 
Concern for learning during training 
Opportunity for applying knowledge 
after training 
Need based sponsorship of trainees 
Trust among employees 
Expression of feelings to seniors 
Expression of feelings to juniors 
Actions without close supervision 
Delegation of authonty 
initiative for taking higher responsibility 
Team spirit among employees 
Team approach to problem solving 
Concern for career development of 
subordinates 
Total 
Total HRD Climate Score 
2 38 
2 29 
2 08 
1 82 
1 97 
2 38 
147 
1 50 
2 00 
1 55 
1 52 
1 97 
2 20 
2 61 
2 02 
1 76 
2 41 
211 
2 32 
161 
39 97 
74 85 
2 53 
2 13 
2 09 
1 95 
1 93 
2 46 
1 51 
1 51 
2 15 
1 76 
1 81 
2 06 
2 23 
2 34 
1 95 
1 55 
2 27 
211 
2 23 
1 48 
40 05 
73 62 
1 78 
1 53 
2 07 
2 12 
1 92 
204 
2 02 
2 02 
1 51 
17 01 
0 94 
1 07 
0 90 
0 91 
0 71 
0 96 
1 01 
1 18 
1 16 
5 70 
0 95 
1 06 
0 95 
0 88 
1 00 
1 07 
1 10 
0 89 
1 21 
6 17 
1 07 
1 20 
0 98 
084 
1 00 
0 99 
1 01 
1 06 
1 12 
634 
0 062 
1 164 
0 790 
0 006 
0 123 
0 439 
0 167 
2 369 
0 340 
0 021 
0 939 
0 315 
0 456 
0 993 
0 883 
0 645 
0 845 
0 098 
0 712 
0 978 
dimensions 
2 48 
2 48 
219 
1 73 
1 95 
2 21 
1 70 
1 60 
2 29 
1 65 
1 80 
2 26 
2 39 
2 56 
1 75 
1 85 
2 36 
2 21 
2 31 
1 60 
41 37 
75 70 
0 85 
0 93 
0 86 
0 79 
0 79 
0 95 
0 78 
0 89 
0 98 
1 10 
1 02 
0 75 
0 91 
0 88 
1 02 
0 98 
0 85 
0 94 
0 97 
0 81 
11 13 
20 46 
0 82 
1 03 
0 92 
0 99 
0 91 
0 82 
1 05 
0 90 
0 86 
0 86 
0 93 
0 98 
0 99 
0 97 
0 84 
0 88 
0 90 
0 95 
0 97 
1 05 
11 49 
21 35 
0 84 
0 92 
084 
0 89 
0 83 
0 72 
0 95 
084 
0 92 
0 57 
0 95 
0 67 
0 73 
0 67 
0 76 
1 01 
0 85 
0 75 
0 90 
0 94 
9 23 
19 39 
0 321 
1 352 
0 188 
0 632 
0 021 
0 936 
0 695 
0 177 
0944 
0 562 
1 017 
1 298 
0 494 
1 100 
1 003 
1 046 
0 231 
0 178 
0115 
0 235 
0 271 
0 109 
0 725 
0 262 
0 828 
0 533 
0 978 
0 394 
0 500 
0 837 
0 391 
0 571 
0 364 
0 276 
0611 
0336 
0 369 
0 354 
0 793 
0 837 
0 890 
0 790 
0 762 
0 895 
F cntical=3 075 P M, S nomenclature Same as OCTAPACE 
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and "Managers' belief in HRD" (F=3.529, P=0.032). Let us understand the nature of 
difference among these groups. "Top management belief in HRD" (as perceived by 
employees) is highest in Production group (mean score=2.67) and lowest in Maintenance 
group (mean score=2.02). It appears that top management is more concerned with the 
development of Production group in comparison to other groups. The reason for paying 
more attention towards development of Production group may be due to top 
management's concern for higher production. On the other hand "Manager's belief in 
HRD" is highest in Services group (mean score=2.31) as compared to other groups. It 
seems managers in Services group are more serious about the development of employees. 
Although top management attention for development is more in Production department, it 
appears that the concerned managers lag behind and need to pay more attention. 
There is no significant difference among three groups on total scores obtained in 
"General supportive climate" (17.97, 16.50, 17.13), "Functioning of HRD mechanisms" 
(16.80, 17.15, 17.01) and "HRD cultural dimensions" (39.97, 40.05, 41.37). 
However the specific scores in "Employees' welfare activities" need to be 
mentioned. It seems in Services group, managers pay more attention to employees' 
welfare (mean score=2.02) while least attention is paid in Production group (mean 
score=1.52). It may be due to the fact that Production managers are more occupied with 
production activities and do not devote sufficient time to HRD and welfare activities 
where as in Services group, managers get more time for these activities. 
While comparing the OCT APACE profile scores in three groups (Table 6.6), no 
significant difference has been observed in the organizational ethos (Total score 98.24, 
93.85, 96.35). However highest score on this account was obtained in Production group 
and lowest in maintenance group. 
As regards specific dimensions significant difference has been observed in 
"Trusf (F=3.006, P=0.533). It seems there is maximum trust among employees of 
Production group (mean score=I3.02) and considerable scope for its improvement in 
Maintenance group (mean score= 12.06). It is perhaps due to the fact that in production 
group both seniors and subordinates often work together, spend maximum time on the 
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Table 6.6 
Comparative OCTAPACE Profile Score for three work groups 
Description 
Openness 
Confrontation 
Tnjst 
Authenticity 
Proaction 
Autonomy 
Collaboration 
Expenmentation 
Total 
Mean 
P 
N=34 
12 55 
12 58 
13 02 
10 70 
13 20 
11 44 
1317 
11 58 
98 24 
M 
N=43 
12 18 
11 90 
12 06 
10 74 
12 18 
11 18 
12 34 
11 27 
93 85 
S 
N=41 
12 70 
11 80 
12 95 
10 95 
12 58 
1160 
12 58 
11 19 
96 35 
SD 
P 
2 43 
2 10 
1 88 
1 97 
2 77 
1 70 
1 84 
1 90 
12 03 
M 
2 88 
2 28 
2 18 
1 76 
2 90 
1 73 
2 67 
2 21 
14 06 
S 
2 28 
2 23 
1 75 
1 97 
2 67 
1 58 
1 93 
1*87 
10 81 
F-Cal 
0 459 
1 335 
3.006 
0 189 
1 274 
0 920 
1 374 
0 380 
1 361 
P-
Value 
0 632 
0 267 
0.533 
0 827 
0 283 
0 401 
0 257 
0 684 
0 260 
F crftical=3 075 
P = Production Group 
M = Maintenance Group 
S = Services Group 
shop floor and shift office. They freely express their feelings and discuss their problems. 
This may be the reason for production group exhibiting maximum "Trust". 
The overall HRD climate score (74.85, 73.62, 75.70) in three work groups appear 
to be at average level (theoretical average = 76). There is considerable scope for 
improvement in the HRD climate in these groups. 
6.4 Analysis as per Tenure of Service 
For the purpose of analysis as per length of service three groups were formed. The 
first group (A = length of service less than 10 years) was believed to be in the 
acclimatization and learning phase. In this phase, the new recruit got adjusted to the work 
environment, started learning the job & skill, got accustomed with the work culture, 
adjusted himself with the team members, colleagues, seniors and subordinates. 
The next group (B = length of service more than 10 years but less than 25 years) 
comprised the competitive and demanding phase. This phase symbolized a period when 
having mastered the job, the person develops a sense of responsibility, competes with 
colleagues for career development, faces continuous demand from bosses for maximum 
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output and better performance. At the latter phase of this period many persons develop 
critical behaviour and complexity due to unfulfilled aspirations and lagging behind their 
colleagues. The initial vigour and enthusiasm of using the job for self-actualization might 
have waned. 
In case of third group (C = length of service more than 25 years) the incumbent is 
expected to settle with the unfulfilled aspirations and mentally prepare himself for 
impending retirement. 
The analysis of HRD climate and OCTAPACE scores reveal wide variation in the 
perception among three groups (A, B and C). While comparing the OCTAPACE profile 
scores (Table 6.7) significant difference has been observed in the organizational ethos (F 
= 5.161, P = 0.007). Group A scored highest (mean score = 101.2) and group B scored 
lowest (mean score = 93.3) in the survey. 
Table 6.7 
Comparative OCTAPACE Profile Score of Employees with Varying lengt 
Description 
Openness 
Confrontation 
Trust 
Authenticity 
Proaction 
Autonomy 
Collaboration 
Experimentation 
Total 
Mean 
A 
N=34 
13 52 
12 91 
1344 
11 29 
13 67 
11 29 
13 20 
11 88 
101 2 
B 
N=51 
11 74 
11.82 
12 33 
10.41 
12.27 
11 25 
12 60 
10 88 
93 30 
C 
N=33 
12.51 
11.57 
12.33 
10.90 
12.06 
11.75 
12.21 
11.48 
94.81 
SD 
A 
2 60 
2 23 
2 04 
1 91 
3 636 
1 71 
2 19 
2.25 
13 85 
B 
2 30 
2 10 
1.53 
1 73 
3 23 
1 56 
2 14 
1 70 
9 70 
C 
2.53 
2.30 
2.36 
2.00 
2.28 
1.80 
2.30 
2.09 
13.28 
1 of Service 
F-Cal 
5.368 
3.724 
3.926 
2.353 
2.81 
1.009 
1.735 
2.712 
5.161 
P-
Value 
0.005 
0.027 
0.022 
0 099 
0 029 
0 367 
0 180 
0 070 
0.007 
F critical=3 075 
A = Length of service less than 10 yr 
B = Length of service more than 10 yr. but less than 25 yr. 
C = Length of service more than 25 yr 
As regards specific dimensions, significant difference has been observed in 
Openness (F = 5.368, P = 0.005), Confi-ontation (F = 3.724, P = 0.027) and Trust (F = 
3.926, P = 0.022). From this survey. Group A emerged as the most positive and Group B 
rather critical among the three groups. 
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The analysis of "Openness" data indicates that employees in younger age group 
(group A) take initiative to discuss their ideas, activities and feelings with their 
colleagues and seniors. They take feedback and make effort to improve performance. 
Employees in the middle age group (group B) take less initiative to discuss various issues 
with seniors and colleagues. Employees in the older age group (group C) show more 
initiative in this respect compared to group B. This is understandable. Employees of 
group A are interested to learn and develop new skills. Hence they discuss with their 
seniors and colleagues and exchange ideas to learn from them. Persons in group B 
normally are experienced and have already developed skill. Therefore they discuss their 
ideas and feelings only in specific cases. The employee in group C comparatively show 
more interest because of their elderly feelings. They like to share their experiences with 
others and they have the abilities and willingness to guide their juniors. 
The analysis of results in case of "Confrontation" reveals that employees of group 
A show maximum interest to face new challenges and problems. Employees of group B 
show comparatively less interest to face problems and challenges. Employees of group C 
show rather least interest in this regard. This can be explained. Employees of younger age 
group are more energetic and have interest to learn new things. Hence they are willing to 
face new challenges and problems. In other two groups the employees are accustomed to 
usual problems. They solve these problems easily because of their past experience. 
Further they are less energetic to put extra effort required to solve new types of problems. 
This feeUng is more predominant in group C compare to group B. 
The analysis of results in case of "Trust" indicates that yoimger employees (group 
A) show more trust compared to group B and C. This again is understandable. Employees 
in younger group have faith in the information shared by others, as they have not 
developed preconceived notions by then. They expect to get help from others and honour 
mutual commitments. In case of other two groups it is observed that due to long 
association, they develop strong feelings and notions about others. Therefore they exhibit 
comparatively less trust. 
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Comparison of total HRD climate scores among three groups (Table 6.8) revealed 
significant difference (F = 3.45, P = 0.035). Group A emerged as the most positive (mean 
score = 79.76) and group B critical (mean score = 69.25) in overall HRD climate score. 
As regards specific HRD climate dimensions, significant difference has been 
observed in "Time & resources" (F = 3.131, P = 0.047), "Manager's beUef in HRD" (F = 
3.251, P = 0.0420, "Non threatening performance feedback" (F = 5.428, P = 0.005), 
"Free fi"om biased impression" (F = 4.289, P = 0.015), "Initiative to know self strength & 
weakiiesses" (F = 5.224, P =0.006), "Trust among employees" (F = 3!020, P = 0.052) and 
"Actions without close supervision" (F = 4.252, P = 0.016). 
It has been found that group A is most positive in case of "Time & resources", 
"Non threatening performance feedback", "Initiative to know own strength & weakness" 
and group C is most positive in case of "Manager's belief in HRD", "Free Irom biased 
impression", "Action without close supervision". It has been observed that group B was 
most critical in case of specific HRD climate dimensions discussed above. This too, can 
be explained. Managers in younger age group (group A) can devote more time and 
resources for HRD activities. Most of them are bachelors or newly married and are fi^ee 
fi-om other worries. Therefore they can devote more time and resources towards HRD 
activities compared to employees of group B and C. 
Employees of group A take initiative to know their strengths and weaknesses for 
ensuring their development. Therefore they are interested to get feedback on their 
performance, where as employees of group B and C are not much interested to know their 
strengths and weaknesses as their career aspiration and enthusiasm of initial years to 
learn new jobs & skills might have waned. 
The result of study indicates that managers in older age group (group C) have 
stronger belief in HRD compare to other two groups. This again is understandable. 
Managers with long experience must have tried various methods and means to improve 
performance. Their past experience might have helped them conclude that HRD is a 
potent tool to improve performance of the organization. Therefore they have strong belief 
in HRD compared to other two groups. Managers of group A have comparatively less 
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Table 6. 8 Comparative HRD Climate Scores of Employees with Varying length of Service 
Description 
Top Management support 
Top management belief 
Importance given to HRD 
Personnel policies 
Time & resources 
Managers' support to HRD 
Help for competence development 
Managers' belief in HRD 
Psychological climate 
Total 
F 
Identification of employees' potential 
Rationality of Promotion decisions 
Reward mechanism 
Appreciation by supervisors 
Performance appraisal - Objectivity 
Nonthreatening Perfomance feedback 
Management Information System 
Employees' welfare activities 
Job rotation 
Total 
Helping attitude among employees 
Informal discussion witti seniors 
Guidance to juniors 
Free from biased impression 
Encouragement for innovation 
Understanding and help in case of 
mistake 
Self development initiative based on 
feedback 
Initiative to know self strength & 
weakness 
Concern for learning dunng training 
Opportunity for applying knowledge 
after training 
Need based sponsorship of trainees 
Trust among employees 
Expression of feelings to seniors 
Expression of feelings to juniors 
Actions without close supervision 
Delegation of authonty 
Initiative for taking higher responsibility 
Team spirit among employees 
Team approach to problem solving 
Concern for career development of 
subordinates 
Total 
Total HRD Climate Score 
A 
N=34 
Mean 
B 
N=51 
C 
N=33 
A 
General Supportive Climate 
1.41 
2.32 
2.29 
1.94 
2.02 
2.20 
1.97 
2.00 
2.11 
18 26 
unction 
1.70 
1.97 
1.91 
2.05 
2.11 
2.61 
2.32 
1.88 
1 47 
18.02 
HRD 
2.67 
2.52 
2.23 
1.76 
2 08 
2.58 
1 73 
1 85 
2.26 
1.79 
1.88 
2.23 
2 41 
2 58 
2 02 
1 79 
2 52 
2 35 
2 32 
1 73 
43 30 
79.76 
1 17 
2.35 
2.23 
1 76 
1.56 
1 84 
166 
1.80 
1.84 
16 21 
1.27 
2.00 
2.18 
1.60 
1.75 
2 18 
206 
2.33 
2 03 
17 40 
1.04 
1.03 
1.03 
1.12 
0.86 
0.94 
0.79 
0.88 
0.94 
5.69 
SD 
B 
0.97 
0.91 
0.81 
1.06 
0.83 
0.83 
0.73 
0.95 
0.85 
518 
ing of HRD mechanisms 
1 70 
1 54 
1 96 
2 01 
1 94 
1 92 
1 96 
1 56 
1 27 
15 86 
Cultura 
2 35 
2 17 
2 00 
1.64 
1 78 
2.19 
1 37 
1.25 
1 98 
1 49 
1.49 
1.90 
211 
2 37 
1 66 
1 56 
2 23 
1 96 
2 21 
149 
37 20 
69 25 
1.90 
1 78 
2.33 
2 36 
1 90 
2 06 
1 93 
1 87 
1 54 
17 67 
dimen 
2 48 
2 27 
2.21 
2 21 
206 
2.36 
1.69 
163 
2 30 
1 81 
1 93 
2 30 
2 39 
2 60 
2 21 
1 87 
2 33 
2 24 
2 36 
1 51 
42 76 
77 90 
1.00 
1 21 
1.02 
0.85 
0 87 
0.98 
1.00 
1.00 
1.21 
5.93 
sions 
0.76 
0 99 
0.92 
0.88 
0.79 
0.89 
0.96 
0 85 
0.93 
1.06 
0.94 
0 81 
0 95 
1.01 
0 83 
0 80 
0 78 
084 
1 06 
1 21 
10 58 
20 40 
0.87 
1 11 
0.97 
0 86 
0.94 
0.93 
0.99 
1.06 
1.11 
5.88 
0.79 
0.99 
0.84 
0.86 
0.92 
0.80 
0.89 
0.86 
0.88 
0.80 
0.96 
0.72 
0.90 
0 79 
0.88 
0 87 
0 83 
0 87 
0 92 
0 75 
10 08 
19 21 
C 
0.83 
1.06 
0.95 
0 93 
0.79 
0.72 
0 99 
0 92 
0.84 
4 99 
1.10 
0 99 
0 85 
0 89 
0 94 
1 02 
1 11 
1 08 
1.20 
6 28 
0 93 
0 91 
0 85 
0.89 
0 74 
0 78 
0 98 
0 85 
0 95 
0 63 
0 93 
0 91 
0 74 
0 74 
0 89 
1 19 
0 98 
0 90 
0 85 
0 90 
10 14 
20 29 
F-Cal P-
Value 
0.611 
1 415 
0.125 
0.853 
3.131 
2.530 
2.615 
3.251 
1.082 
1427 
0.544 
0.246 
0.882 
0.428 
0.047 
0.083 
0.077 
0.042 
0.342 
0.244 
0.511 
1.503 
2.009 
1 724 
0.514 
5.428 
1.559 
1.270 
0610 
1.586 
0.601 
0.226 
0.138 
0.182 
0.599 
0.005 
0.214 
0.284 
0.544 
0.209 
1 547 
1.373 
0 958 
4.289 
1 736 
2.317 
1.953 
5.224 
1 599 
2.001 
2 853 
3.020 
1 519 
1.001 
4.252 
1 191 
1 172 
2 298 
0 276 
0 750 
5.183 
3.450 
0217 
0.257 
0.386 
0.015 
0.180 
0.103 
0.146 
0.006 
0.206 
0.139 
0 061 
0.052 
0.223 
0.370 
0.016 
0.307 
0.313 
0 105 
0 759 
0 474 
0.006 
0.035 
F critical=3 075 A, B, C nomenclature Same as OCTAPACE 
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belief in HRD and those of group B have least belief in HRD. This may be due to 
learning interests of managers of group A and unfulfilled career aspirations of group B. 
Employees of group C have shown better score in case of "Free from biased 
impression". The employees of older age group develop a sense of maturity. They 
understand reality of life and human behaviour. Therefore they nurture the quality of 
unbiased impression towards others. Among other two groups we find better "Unbiased 
impression" in case of group A compare to group B. Employees of group A are new to 
the organization. They are interested to learn irom others and less inclined to develop 
biased impressions. Whereas employees of group B might have experienced many 
diificulties and unfi-iendly behaviour of others. This might have created some biased 
impression about others over past years. 
Employees of group C have scored higher on "Action without close supervision" 
compared to other two groups. Employees of group C are older and have long experience. 
They can work independently without close supervision. Therefore employees of group C 
are more confident and they believe in working independently without close supervision. 
Employees in group A are also in favour of less supervision. They may be enthusiastic 
and might have keen interest in the job. They assume responsibility to gain confidence 
and want close supervision only in limited cases. Employees of group B have shown 
minimimi interest in "Action without close supervision". We understand that it is an 
attitudinal problem. Employees of group B have job knowledge and are already 
experienced. They lack motivation due to unfiilfilled career aspirations and less job 
satisfaction. Therefore they might have developed a feeling to act with close supervision 
and directive rather than working with own initiative. 
Study of scores obtained in case of "General supportive climate" and 
"Functioning of HRD mechanisms" did not reveal significant difference. But significant 
difference was observed in case of "HRD cultural dimensions" (F = 5.183, P = 0.006). 
Here also group A emerged as the most positive (mean score = 43.30) and group B most 
critical (mean score = 37.20) among the three groups. The reason for high HRD cultural 
value in group A may be analyzed. Analysis of data reveals that in eleven different 
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cultural dimensions out of twenty, group A scores higher in comparison to other two 
groups. It can be concluded that employees of group A exhibit better HRD cultural 
values. 
On the basis of scores obtained in the survey, overall assessment may be made on 
differences observed among employees as per their length of service. Group A emerged 
as energetic, optimistic and positive group with a desire to put more time & resource to 
HRD, to know their own strengths & weaknesses and to get performance feedback. 
ft 
Group C however stood second in all most all HRD dimensions. Specifically they 
are positive in case of "Belief in HRD", "Trust among employees", "Freedom from 
biasness", and "Independent actions" in their work. This behaviour seems to emerge from 
maturity, satisfaction and acceptance of organizational reality. 
The critical behaviour (lowest score) has been found in case of group B. This 
shows dissatisfaction among this group of employees. The low scores may be due to un-
fulfillment of aspirations and career set back, which they might have hoped for in the 
initial years of their career. 
6.5 HRD Strengths and Weaknesses in BSL 
Based on the study the major strengths and weaknesses with regard to HRD 
climate and organizational ethos prevailing in the organization have been summarized. 
HRD Strengths: 
The following strengths (average score or better) have been observed while surveying 
the HRD climate and OCTAPACE characteristics in the organization (Table 6.1 & 6.2). 
a Management's interest for development of employees. 
a Management support to HRD. 
• Functional reward mechanism. 
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a Non-threatening performance feedback system. 
a Functioning of management information system. 
a Relationship among employees. 
a Sympathy and help from seniors. 
Q Eagerness to take responsibility of the delegated authority. 
a Problem solving spirit. 
a Trust among employees. 
a Team approach. 
• Freedom for expression of feelings. 
HRD Weaknesses: 
The analysis of results mentioned in table 6.1 & 6.2 reveal following weaknesses 
(low score) relating to HRD and OCTAPACE culture in the organization under study. 
There is considerable scope for improvement in these values. 
a Lack of emotional investment on the part of management to improve quality of 
work life 
• Lack of job rotation for development of employees. 
a Lack of interest to learn individual strengths and weaknesses. 
• Lack of opportunity to implement knowledge after training. 
• Lack of rational approach while sponsoring for training. 
• Least concern for career development of subordinates. 
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• Least delegation of authority for shouldering higher responsibility. 
• A feeling among employees that promotions are based on favouritism rather than 
suitability. 
a A feeling among employees that manipulation, disowning mistakes, telling polite 
lie rather than unpleasant truth are in practice. 
• Lack of innovative approach. 
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7.1 Present Context 
Bokaro Steel Plant has a rich repository of skilled manpower. It has good infrastructure to handle its resources. Until recently the company was making considerable profits. With globalization and increasing 
competitiveness, the company started facing many challenges. Protectionism and 
ideologically dictated soft economic approaches gave way to government emphasizing 
the need for the public sectors to be responsive and adaptive. Regulations and controls 
are being reviewed and unproductive expenditure has come under greater scrutiny. 
The emphasis is on cost competitiveness, technological advantage and quality of 
products or services. Added to the emerging compulsions is the financial crisis within 
the organization. The debt situation is alarming. The interest burden is eating away the 
earnings of the company. The grave situation is demoralizing the work force and 
management, both. There is a need to explore global opportunities, manufacture 
quality products, consumer oriented marketing strategies and high quality coupled 
with constant innovation and technology up-gradation. This requires devotion and 
sincerity from the workforce and managers. Being a public sector, the problem is far 
more complex in BSL because of inherent inflexibilities and burdens of politically 
motivated decisions of the past. A major development in recent times, which has 
significant impact on HRM is in the technological arena. The information technology 
has brought about revolution at the work place and the network of communication 
skills required and its impact on the work process is significant. There is increasing 
use of automation and computerization in all most all areas of the organization. The 
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emphasis on cost reduction, rationalization of organizations, debureaucratisation, 
deregulation etc, have their impact on employment. The organization has put a freeze 
on recruitment and has been resorting to reduction strategies. The survey of HRD 
climate and organizational ethos has enabled us to make assessment of the mood of its 
workforce (human resources) in the present situation. 
7.2 An Overview of Results 
The present study provides information on functioning of HRD mechanisms, 
prevailing organizational culture and nature of management support towards human 
resource development. The study highlights the strengths and weaknesses of the HRD 
functions. The comparison of results of this study with that of studies conducted in 
other organizations provide useful insights. The study (major highlights mentioned 
below) has provided useful inputs to the management to restructure its HRD functions 
and build a strong organization. 
a The study substantiates that HRD climate in BSL is at an average level. HRD 
climate has been broadly divided in to three categories i.e. 'General supportive 
climate', 'Functioning of HRD mechanisms' and 'HRD cultural dimensions'. 
The performance on these three categories, have been found to be at average 
level. This indicates a major scope for improvement. 
• The study of OCTAPACE culture, that constitutes the core values of 
organizational ethos have been found to be at less than average level. There is 
considerable scope for improvement of these core values as weD. 
• The specific HRD strengths (average score or better) reflected in the study are: 
1. Management's interest for development of employees. 
2. Management support to HRD. 
3. Functional reward mechanism. 
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4. Non-threatening performance feedback system. 
5. Functioning of management information system. 
6. Relationship among employees. 
7. Sympathy and help from seniors. 
8. Eagerness to take responsibility of the delegated authority. 
9. Problem solving spirit. 
10. Trust among employees. 
11. Team approach. 
12. Freedom for expression of feelings. 
a The specific HRD weaknesses (low score) reflected in the study which have 
considerable scope for improvement are: 
1. Lack of emotional investment on the part of management to improve 
quality of work life. 
2. Lack of job rotation for development of employees. 
3. Lack of interest to learn individual strengths and weaknesses. 
4. Lack of opportunity to implement learning received during training. 
5. Lack of rational approach in sponsoring employees for training 
programmes. 
6. Limited concern for career development of subordinates. 
7. Lack of delegation of authority for shouldering higher responsibility. 
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8. Prevalent feeling among employees that promotions are based on 
favouritism rather than suitability. 
9. A perception among employees that manipulation, disowning mistakes, 
telling polite lie rather than unpleasant truth are in practice. 
10. Lack of innovative approach. 
a BSL's score on overall HRD climate survey is less by 8.92 percent vis-a-vis 
average HRD climate scores of 41 organizations (Rao & Abraham, 1986). 
Similarly OCTAPACE value score of BSL is less by 13.71 percent vis-a-vis 
average score of three comparable steel plants (Pareek, 1997). 
a Analysis on the basis of work groups i.e. Production, Maintenance and 
Services did not reveal much difference in HRD climate data. However score 
indicates a better HRD climate in Services. The HRD scores are minimum in 
case of Maintenance. Production work groups score maximum in case of 
OCTAPACE values. This figure is least in case of Maintenance. 
• Significant differences have been observed among respondents having varying 
length of service. Employees with less than 10 years of tenure have been found 
most positive and motivated to improve their performance. Those with more 
than 10 years and less than 25 years of tenure have been found most critical 
and least enthusiastic. 
The study proposes both individual and also organizational level intervention for 
improving HRD climate. Based on the findings of the HRD climate survey; suitable 
measures have been proposed for improvement in general supportive climate, 
functioning of HRD mechanisms, HRD climate and organizational ethos. 
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7.3 Specific findings 
7.3.1 General Supportive Climate 
The findings indicate that there is gap between top management belief and 
action towards development of its human resources. The psychological climate for 
development is at an average level. Employees feel that Company's personnel policies 
falfiU limited developmental needs. Managers believe in development of employees 
and help them in developing their competencies. 
7.3.2 Functioning of HRD mechanisms 
The study reveals that some of tlie HRD mechanisms are working better than 
other. For example, supervisors do appreciate their juniors for good performance. The 
performance feedback neither embarrasses nor threatens the employees. Seniors guide 
their subordinates and help them in case of mistakes. 
However, there are some mechanisms that do not score that well. For instance, 
employees feel that limited effort is being made to identify and utilize their potential. 
There is a general feeling that promotion decisions are not based on uniform and 
rational policy. It appears that seniors do not have suflBcient concern for career 
development of their juniors. Employees perceive that inadequate attention is given 
for welfare activities. Job rotation of employees is normally not done. 
7.3.3 HRD Cultural dimensions 
Like HRD mechanisms, some cultural dimensions of HRD score better than 
other. The dimensions that record better score are, relationship and expression of 
feelings among employees, team approach towards problem solving and positive team 
spirit among employees. Employees trust each other and render help. Employees are 
interested to take responsibility. 
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However, there are some aspects that do not score that well. For instance, 
employees feel that some times there is mismatch between training need and 
sponsorship of trainees. Further, trainees get limited opportunity to apply knowledge 
gained during training. In addition to the above there is another problem observed. 
Employees are normally not interested to know their own strength & weakness and 
make inadequate effort for self-development. Employees normally work under close 
supervision of seniors and get limited freedom to take decisions. 
OCTAPACE survey reveals that there is an apprehension among employees 
that manipulation, disowning mistake, telling polite lie rather than unpleasant truth are 
in practice. It seems innovative approaches, new methods, and experimenting culture 
are not sufficiently encouraged. 
Study conducted in three work groups (Production, Maintenance and Services) 
has not revealed significant difference in overall HRD climate and organizational 
ethos. As regards specific dimensions, it has been found that top management is more 
concerned for development of persons in production area and least concerned for 
maintenance people. Managers of services departments pay more attention for 
development of their subordinates in comparison to other groups. Study indicates 
maximum trust among employees of production area and least among maintenance 
group. 
Analysis of results as per tenure of service of employees (Length of service: 
less than 10 years, more than 10 years but less than 25 years, more than 25 years) has 
revealed significant difference. Employees with less than 10 years service have most 
positive approach and disposition. Persons with tenure of service more than lOyears 
but less than 25 years have most critical perception about HRD climate & 
organizational ethos. The younger group is willing to put more time & effort for HRD. 
They are interested to improve their performance on the basis of feedback. They like 
to work independently without interference from seniors. They take initiative to face 
challenging problems and want to work in an environment of trust, goodwill and 
openness. The middle-aged group (more than 10 years but less than 25 years of 
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service) seems to have developed critical attitude due to dissatisfaction arising out of 
un-fulfillment of aspirations and career set back. The group having more than 25 years 
of service shows behaviour of maturity, adjustment, understanding and willingness to 
accept the realities of working life. They neither show vigour and optimism of a young 
employee nor behave critically out of frustration like a middle-aged employee. 
7.3.4 Comparison of results with other studies: 
Comparison of present study with similar studies conducted in other 
organizations reveal that there is deterioration in the HRD climate of BSL. It has been 
found that there is similarity in the perception of employees reflected in the HRD & 
OCTAPACE survey and those in other organizations (separate studies of Rao and 
Pareek). 
Based on the findings of HRD climate survey and organizational ethos, the 
following recommendations have been made for developing "enabling climate" in 
BSL. 
7.4 Suggested Measures 
This study has established that the HRD climate in this organization is at 
average level. There is considerable scope for improvement in the HRD culture. 
Accordingly remedial measures have been suggested. The existing systems have been 
reviewed along with the findings of sun'ey and then measures have been proposed 
under various ftinctional sub-systems of HRD. While suggesting measures a reference 
has been made to experts experiences and views as well. 
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7.4.1 General Supportive Climate 
Pareek (1997) insists that top and senior management is required to perform 
following flinctions to ensure achievement of targets, maximization of efficiency and 
effectiveness of various groups. They have to set priorities and directions for 
organizational work. They have to plan various activities to translate policies into 
action. There is a need to work out detailed action steps, arrange required resources 
and make contingency arrangements. They have to develop the system of effective 
monitoring, performance counseling and rewarding system. They need to develop 
team culture throughout the organization, inspire employees and instill culture of 
excellence, commitment and innovation. They need to ensure availability of resources 
and support. Searching and nurturing talent of individuals is an important function of 
top management. According to Rao (1990), employee motivation is influenced by the 
organizational climate. A healthy organizational climate is required for utilizing and 
enhancing employee competencies. The other important influencing factors for 
employee motivation are supervisor's style and behaviour, personnel policies, career 
opportunities and reward mechanisms. A healthy climate is where: free expression of 
ideas, opinions and suggestions is encouraged; people are trusted; proactivity and 
creativity is encouraged; seniors support their subordinates; every incident is treated as 
a learning opportunity and employees have a sense of satisfaction from their work; 
employees feel that they are cared and have a sense of belonging. 
The present study reveals that the general supportive climate is at an average 
level. The top management support to HRD does not live up to the expectations of 
employees. Employees feel that time & resources invested by the management 
towards development of employees is not adequate. Similar view has been expressed 
regarding management's help for competency development of employees. The study 
reveals that in BSL, efficacy of personnel policies, as judged by employees, is at a less 
than average level. Employees perceive that the efforts to build up a psychological 
climate in the organization are at an average level. There is considerable scope for 
improvement on these counts. 
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Th& following measures are suggested for strengthening the general supportive 
climate in BSL. 
a BSL's top management needs to take necessary steps for developing team 
culture, innovation and commitment among employees. 
• There is a need of system to identify the talent of individuals and nurture them 
to fiilfill the future needs. 
a The present system of resource planning, action planning, performance 
counseling and monitoring need to be modified and strengthened for 
improving the quality of performance and achieving the target. 
a Healthy organizational climate can be built through HRD interventions and 
review of personnel policies. Apart from implementing routine personnel 
policies, personnel department ought to be entrusted the responsibility to 
monitor employees' perception towards its poKcies. It needs to take corrective 
steps in view of these perceptions. 
a There is a need to remove obstacles in free flow of information from top to 
bottom and vice-versa. 
Q Matters relating to employees' grievances, work environment, and supervisory 
behaviour need to be redressed by personnel department on priority basis. 
Q As the analysis shows maximum deterioration of HRD culture in maintenance 
group and middle aged employees group (service tenure between 10 to 25 
years) in BSL, top management needs to exhibit concern for development of 
this group of middle aged employees and employees working in maintenance 
group. 
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7.4.2 Functioning of HRD mechanisms 
Rao (1990) has mentioned that there is a growing realization that technology, a 
competitive environment, and the increasing complexity of task demand a wider 
sharing of important functions. Leaders have to concentrate their attention on critical 
issues. Therefore HRD mechanisms and systems are required to function properly. 
Pareek (1997) has mentioned that an organization needs to develop professional 
competence, maintain formal procedures and properly structure its systems. 
Competency development requires development of technical, managerial, process, 
helping and coping competence. The functioning of HRD mechanisms like, reward 
system, feedback system, appraisal system, career planning, promotion, job rotation, 
employee welfare, management systems, organizational structure, tasks & targets, 
rules & procedures have to be coordinated effectively. Singh (1992) has mentioned 
that performance and potential appraisals will be of no value and are likely to remain 
ritual if a climate for and skill of providing critical and supportive feedback to the 
employees by the boss is not properly developed. Saiyadain (1988) has stated that 
performance appraisal has to help employees to develop standards of self-assessment 
and mechanism of doing self-assessment for self-development. Singh (1992) has 
emphasized the need to develop a system of promotion, based on potential appraisal 
and career planning. 
The present study reveals that the functioning of HRD mechanism is at an 
average level. Employees feel that limited effort is made to identify and utilize their 
potential. There is a general feeUng that promotion decisions are not based on uniform 
and rational policy. Employees perceive that adequate attention is not given for 
welfare activities. Employees feel that job rotation a rare event. The functioning of 
reward mechanisms, performance appraisal objectivity, management information 
system, performance feedback system, and supervisor's appreciation are at average 
level only. Therefore there is considerable scope for improvement in the functioning 
of HRD mechanisms. 
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The following measures are suggested for strengthening the HRD mechanisms 
inBSL. 
a As regards performance appraisal system in BSL, a feedback to raters on the 
rater behaviour needs to be given to increase objectivity of the system. In case 
of extreme ratings, the performance review committee needs interview 
appraisee to countercheck ratings and to win confidence of employees. A 
system has to be evolved to identify consistently poor and high performers. 
Accordingly action plan for performance feedback, counseling, job rotation, 
and training has to be evolved. Any innovative or good work of the individual 
or the team needs to be recorded in the appraisal report. As in case of negative 
feedback for poor performance, good performance needs to be communicated 
to the individual or the team for recognition, motivation and fiirther 
improvement. Open and group feedback sessions may be held frequently. 
a Potential appraisal system may be introduced in BSL to identify the potential 
of an employee for fiiture development and promotion. Promotion decisions 
need to be based on performance appraisal, potential appraisal, and succession 
planning. Critical attributes analysis of individual is required to be done to 
examine the fit between the specifications for higher job and individual's 
capability. Department-wise promotion rate need to be investigated and a 
mechanism has to be evolved to bring uniformity in promotion system. 
Promotions need to entail higher responsibility and authority. 
a The task & target of managers and supervisors need to be realistic, aimed at 
company's objective. They have to be difficult but achievable. The fiilfillment 
of task and target should provide satisfaction to employees and create a sense 
of accomplishment. 
a Every manager and supervisor ought to have well defined role and 
responsibility. Unplanned promotions and many hierarchical levels have 
created role ambiguity in BSL. If necessary, managers and supervisors ma> 
have to be redeployed. The number of authority levels need to be reduced to 
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three or four from the existing nine or ten levels. This will help smoothen & 
speed up flow of information. 
a Job rotation system may be introduced in BSL, to meet the organizational 
exigencies arising due to retirement, resignation, redeployment, and to improve 
communication, perceptions, cross-functional mobility. 
a The reward system in BSL need to be based on criteria like- innovation, 
product development, process development, sales promotion, zero defects, 
quality improvement, better performance, and cost reduction. Intrinsic reward 
(non-financial), which is associated with achievement, responsibility, 
autonomy, and participation need to be introduced to provide higher level of 
satisfaction. Emphasis needs to be given to team reward system. Periodic 
review and renewal of reward schemes may be necessary to promote 
motivation. 
a The management systems like, planning, budgetary and information systems 
are required to be strengthened through HRD interventions for development of 
employee competence and skill. 
• It has been observed that in BSL, many welfare schemes are in existence. In 
recent past some of the facilities have been partially or completely withdrawn 
due to financial constraints. This seems to be the major source of 
dissatisfaction among employees. Some the facilities that have been withdrawn 
are- leave travel concession, leave encashment, loan facility, annual incentive, 
increment for acquiring higher qualification, holiday home, and subsidies in 
electricity, education of employee's wards, civil maintenance, supply of costly 
medicines etc. 
// IS suggested that BSL management should gather information on 
employees' welfare needs through systematic survey and prepare action plan 
on welfare requirements from time to time. To gain confidence of employees 
in its welfare activities, management should consider reintroduction of 
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schemes, which were partially or completely withdrawn. The present practice 
of cost reduction by curtailing welfare activities can be compensated in other 
expenditures relating to production, maintenance, spare parts, and consumables 
etc. through cooperation of employees. If the employees get convinced with 
management's sincerity for their welfare they will in turn payback much more 
through higher productivity and cost reduction. 
7.4.3 HRD Cultural dimensions 
7.4.3.1 Environment for learning & development 
Singh (1992) has mentioned that development need of individuals has to be 
identijEied & planned on the basis of potential and performance appraisal. Training 
programmes has to be designed on the basis of training needs. According to Saiyadain 
(1988) a system has to be evolved to monitor training activities, to assess the impact of 
training and help the trainees in implementing what they have learnt. Whenever an 
individual is sponsored for training he should be told categorically the reasons for 
sponsoring him and the expectations of the organizations from him after he returns 
from the programme. 
The present study reflects that sometimes there is mismatch between training 
need and sponsorship of trainees. Trainees normally take interest to learn while 
attending training programmes. They get limited opportunity to apply knowledge after 
attending training. 
The following measures are suggested for improving the environment for 
learning and development 
• In BSL it has been observed that there is no dearth of training for enhancement 
of skill & knowledge of employees. This study reveals that employees & 
managers receive limited exposure in 'BehavouraV training. It is suggested 
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that employees need to be exposed to "Behavoural" programmes for changing 
the attitude, generating higher degree of responsibility, professional growth, 
improving productivity & quality, improving work culture, better relationship 
& harmony, and creating 'enabling' environment. 
• Sponsorship for training has to be need based. It has to be linked to 
performance appraisal, promotion, job rotation, redeployment, modernization, 
competence building and quality improvement requirements. 
a The company has launched a turnaround plan through restructuring of jobs. 
Therefore communication oriented training programmes needs to be 
conducted. 
• Trainees need to be accountable to learn and transfer learning to the job. 
Employees should be informed about the reason of sponsoring for training and 
what they are expected to do after getting training. They should be encouraged 
and given opportunity to apply knowledge and skill acquired during training. 
7.4.3.2 Delegation culture 
Pareek (1997) has mentioned that the main function of a leader is to empower 
people at all levels. One formal way of creating such conditions is delegation. It helps 
to jointly workout strategies of doing work with junior colleagues. Effective 
delegation involves following steps. It involves the roles of both the delegator and the 
delegatee. Delegatee should be willing to take responsibility and feel that it enriches 
his abilities. The delegator needs to develop the competency of his subordinate and 
provide necessary resources to him. He needs to monitor the performance of delegated 
functions and provide support & help. Close supervision need to be avoided, which 
will mean lack of trust in the competence of junior. 
As per the present study, the track record of delegation culture in BSL is not 
encouraging. Seniors like to closely supervise their juniors although relationship 
between seniors and juniors seems to be cordial. There is favourable environment for 
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informal discussion and helping attitude from seniors. There is a feeling of 
understanding and help shown by seniors in case of mistake committed by juniors. 
The team approach to problem solving is encouraged. Employees trust each other to 
reasonable extent. They are normally interested to take higher responsibility. 
The following measures are suggested for strengthening delegation culture in 
BSL. 
a There is need to clarify roles for senior and subordinate. 
a Seniors need to delegate responsibility to juniors, provide freedom to take 
independent decision, and closely supervise & monitor junior's job if need 
arises. 
a Efforts need to be made for greater decentralization, reduction in bureaucratic 
controls and job enrichment. 
• Problems should be tackled with available resources within normal time 
frame, in an appropriate manner rather than preparing for crisis management. 
7.4.3.3 Participative culture and Quality of work life 
According to Sahu (1985) association of employees with management of 
industrial enterprise is an effective means of ensuring industrial peace and optimizing 
production & productivity. In recent years more emphasis is given on motivation and 
people's involvement in decision-making activities. Saiyadain (1988) has pointed out 
that humanization of work, industrial democracy, quality of work life and participative 
work are interchangeably used for same HRD concept. The core of these concepts is 
the value of treating the employee as a human being and emphasizing his development 
and involvement in work decisions. 
The study reveals that the participative culture in BSL is at an average level. 
Employees feel that they do not get much encouragement for innovation and 
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development. This study indicates lack of interest on the part of employees for self-
introspection for development. 
The following measures are suggested for improving participative culture and 
quality of work life. 
a There is a need to seek opinion and suggestion of employees at all levels and 
involve them before taking decision in their area of working. This will help in 
creating a culture of belongingness, team spirit, owning responsibility, 
developing initiative, motivation, and encouraging innovation among 
employees. 
• The quality circle and suggestion scheme policies need to be made attractive to 
draw the positive potential of employees. 
a Career development of employees need to be given attention to reduce 
dissatisfaction among employees. 
7.4.3.4 Organizational ethos 
Pareek (1997) explains that ethos is the underlying spirit or character of an 
entity or group and is made up of its beliefs, customs or practices. At the base of ethos 
are core values. Pareek & Rao (1981) has identified eight core values namely: 
Openness, Confrontation, Trust, Authenticity, Proaction, Autonomy, Collaboration 
and Experimentation, which are relevant to institution building. 
Study of OCTAPACE profile reveals that the overall ethos is at an average 
level. As regards specific core values, deterioration has been observed in Authenticity, 
Autonomy and Experimentation. Low authenticity value indicates that people try to 
manipulate, do not come out with truth, try to speak polite lie, do not own their 
mistakes and try to pass the buck to others. Poor autonomy value reflects close 
supervision, less delegation, role ambiguity and less freedom. Low experimentation 
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value indicates limited innovative approach to solve problems, relying on traditional 
and tested ways of dealing things. 
The following measures are suggested for strengthening core values among 
employees of BSL. 
a Authenticity, need to be improved by providing fair and decent deal to all 
employees so that they are not tempted to manipulate and speak polite lie. 
• There is need to develop autonomy by defining role clarity, delegating 
responsibility, and giving freedom to take decisions. 
• Experimentation value has to be improved by encouraging innovative methods 
to solve problems, rather than relying on traditional and tested ways of dealing 
things. 
7.5 Future Directions for Research 
The research has substantial scope of extension. Breadth-wise it may be 
extended to several other groups. Similar survey may be extended to areas like mines, 
specific departments and other groups such as electricians, fitters, mechanics, drivers, 
operators, office assistants, engineers etc. Then the differences could be explored in 
changed geographic, environmental and educational context. 
Depth-wise there is scope of enlargement of this research effort. The diagnosis 
of problem related to HRD climate reveals many underlying causes responsible for the 
prevailing HRD climate and organizational ethos. Considerable scope for further 
research has arisen on account of feelings expressed by the respondents and the 
requirement of detailed study for the benefit of management. Research may be 
extended to specific HRD subsystems related topics like performance analysis, study 
of promotion pattern, study of leadership style, behavioural dimensions of managerial 
effectiveness, analysis of training needs, study of motivational bases of work, analysis 
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of performance appraisal objectivity & rater behaviour etc. There is a need for more 
collaborative studies where in management experts & HRD professionals from 
industry and academics ought to play important part and contribute to healthy 
industrial and economic growth in the country. 
In light of the above discussions it may be mentioned here that there is 
considerable scope for the development and implementation of appropriate HRD 
programmes and interventions in Bokaro Steel Plant as well as various other sectors in 
the country. Then we may ensure development of employee competencies, dynamism, 
motivation, and effectiveness in a systematic and planned way. 
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Appendix-1 
HRD Climate Questionnaire 
Name: (Optional): 
Designation: 
Instructions: Please give your assessment of the HRD climate in your organization by 
rating your organization on each statement using five point scale in the space provided. 
4= Almost always true 1= Rarely true 
3= Mostly true 0= Not at all true 
2= Some times true 
1. The top management of this organization goes out of its way to make 
sure that employees enjoy their work. 
2. The top management believes that human resources are an extremely important 
resource and that they have to be treated more humanly. 
3. Development of the subordinates is seen as an important part of their job by the 
managers / officers here. 
4. The personnel policies in this organization facilitate employee development. 
5. The top management is willing to invest a considerable part of their time and 
other resources to ensure the development of employees. 
6. Senior officers / executives in this organization take active interest in their juniors 
and help them learn their job. 
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7. People lacking competence in doing their job are helped to acquire competence 
rather than rather than being left unattended. 
8. Managers in this organization believe that employee behaviour can be changed, 
and people can be developed at any stage of their life. 
9. People in this organization are helpful to each other. 
10. Employees in this organization are very informal and do not hesitate to discuss 
their personal problems with their supervisors. 
11. The psychological climate in this organization is very conducive to any employee 
interested in developing himself by acquiring new knowledge and skills. 
12. Seniors guide their juniors and prepare them for future responsibilities / roles they 
are likely to take up. 
13. The top management of this organization makes effort to identify and utilize the 
potential of the employees. 
14. Promotion decisions are based on the suitability of the promotee rather than on 
favouritism. 
15. There are mechanisms in this organization to reward any good work done or any 
contribution made by employees. 
16. When an employee does good work his supervising officers take special care to 
appreciate it. 
17. Performance appraisal reports in our organization are based on objective 
assessment and adequate information and not on favouritism. 
18. People in this organization do not have any fixed mental impressions about each 
other. 
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19. Employees are encouraged to experiment with new methods and try out creative 
ideas. 
20. When any employee makes a mistake his supervisors treat it with understanding 
and help him to learn from such mistakes rather than punishing him or 
discouraging him. 
21. Weaknesses of employees are communicated to them in a non-threatening way. 
22. When behaviour feedback is given to employees they take it seriously and use it 
for development. 
23. Employees in this organization take pains to find out their strengths and 
weaknesses from their supervising officers or colleagues. 
24. When employees are sponsored for training, they take it seriously and try to learn 
from the programmes they attend. 
25. Employees returning from training programmes are given opportunities to try out 
what they have learnt. 
26. Employees are sponsored for training programmes on the basis of genuine 
training needs. 
27. People trust each other in this organization. 
28. Employees are not afraid to express or discuss their feelings with their superiors. 
29. Employees are not afraid to express or discuss their feelings with their 
subordinates. 
30. Employees are encouraged to take initiative and do things on their own without 
having to wait for instructions from supervisors. 
31. Delegation of authority to encourage juniors to develop handling higher 
responsibilities is quite common in this organization 
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32. When seniors delegate authority to juniors, the juniors use it as an opportunity for 
development. 
33. Team spirit is of higher order in this organization. 
34. When problems arise people discuss these problems openly and try to solve them 
rather than keep accusing each other behind the back. 
35. Career opportunities are pointed out to, juniors by senior officers in the 
organization. 
36. The organization's future plans are made known to the managerial staff to help 
them develop their juniors and prepare them for fliture. 
37. This organization ensures employee welfare to such an extent that the employees 
can save a lot of their mental energy for work purposes. 
38. Job-rotation in this organization facilitates employee development. 
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OCTAPACE Profile 
Questionnaire 
Please respond to the following items on the Answer Sheet. 
How much the spirit contained in the statement (item 1 to 24) is valued in your 
organization. 
Write 4 if it is highly valued. 
Write 3 if it is given a fairly high value. 
Write 2 if it is given a rather low value. 
Write 1 if it is given a very low value. 
1. Free interaction among employees, each respecting others, feelings, competence 
and sense of judgement. 
2. Facing and not shying away from problems. 
3. Offering moral support and help to employees and colleagues in a crisis. 
4. Congruity between feelings and expressed bevaviour (minimum gap between 
what people say and do). 
5. Preventive action on most matters. 
6. Taking independent action relating to their jobs. 
7. Team work and team spirit. 
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8. Trying out inovative ways of solving problems. 
9. Genuine sharing of information, feelings and thoughts in meetings. 
10. Going deeper rather than doing surface-level analysis of interpersonal problems. 
11. Interpersonal contact and support among people. 
12. Tactfiilness, smartness and even a little manipulation to get things done. 
13. Seniors encouraging their subordinates to think about their development and take 
action in that direction. 
14. Close supervision of, and directing employees on, action. 
15. Accepting and appreciating help offered by others. 
16. Encouraging employees to a fresh look at how things are done. 
17. Free discussion and communication between seniors and subordinates. 
18. Facing challenges inherent in the work situation 
19. Confiding in seniors without fear that they will misuse the trust. 
20. Owning up to mistakes. 
21. Considering both positive and negative aspects before taking action. 
22. Obeying and checking with seniors rather than acting on your own. 
23. Performing immediate tasks rather than being concerned about large 
organizational goals. 
24. Making genuine attempts to change behaviour on the basis of feedback. 
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How widely, each belief stated in item 25 to 40 is shared in your organization. 
Write 4 if it is a very widely shared beUef 
Write 3 if it is fairly widely shared. 
Write 2 if only some persons in the organization share this belief 
Write 3 if only a few or none have this belief 
25. Effective managers put a lid on their feelings. 
26. Pass the buck tactfully when there is a problem. 
27. Trust begets (results in) trust. 
28. Telling a polite lie is preferable to telling the unpleasant truth. 
29. Prevention is better than cure. 
30. Freedom to employees, breeds indiscipline. 
31. Usually, emphasis on teamwork dilutes individual accountability. 
32. Thinking out and doing new things tones up the organization's vitality. 
33. Free and frank communication between various levels helps in solving problems. 
34. Surfacing problems is not enough; we should find the solutions. 
35. When the chips are down you have to fend for yourself (people cannot rely on 
others in times of crisis). 
36. People generally are what they appear to be. 
37. A stitch in time saves nine. 
38. A good way to motivate employees is to give them autonomy to plan their work. 
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39. Employees' involvement in developing an organization's mission and goals 
contribute to productivity. 
40. In today's competitive situation, consolidation and stability are more important 
than experimentation. 
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OCTAPACE Profile 
Answer Sheet 
Name: (Optional): 
Designation: 
This instrument will help you to look at some of the values and beliefs of your 
organization. Given below are statements that indicate some organizational values. If 
these are values of the top management, they generally will be shared in the organization. 
Read each statement and give your response on the answer sheet. After reading a 
statement, respond on the blank beside the corresponding number on the answer sheet. 
Your response should indicate how much the spirit contained in the statement is valued in 
your organization. For items 25 to 40, check how widely each belief, stated there is 
shared in the organization. Please be frank. Use the following key for your responses 
Write 4 if it is highly valued. 
Write 3 if it is given a fairly high value. 
Write 2 if it is given a rather low value. 
Write 1 if it is given a very low value. 
Items Response Items Response Items Response Items Response Items Response 
1. 9. 17. 25. 33. 
2. 10. 18. - — 26. 34. 
3. 11. 19. 27. 35. 
4. — - 12. 20. - — 28. 36. 
5. -_„- 13. . — 21. -— 29. -— 37. - — 
6. —- 14. -— 22. -— 30. -— 38. - — 
7. . . . . . 15. . . . . . 23. - — 31. — - 39. - — 
8. 16. - — 24. - — 32. - — 40. - — 
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Sensitivity of Cronbach Alpha to 
exclusion of an item 
Cronbach Alpha 0.9504571 
Excluded Alpha Excluded Alpha Excluded Alpha 
Item Item Item 
27 0.9491 
28 0.9492 
29 0.9497 
30 0.9495 
31 0.9481 
32 0.9493 
33 0.9487 
34 0.9488 
35 0.9491 
36 0.9491 
37 0.9492 
38 0.9502 
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
13 
0.9496 
0.9490 
0.9488 
0.9488 
0.9489 
0.9487 
0.9490 
0.9495 
0.9495 
0.9410 
0.9488 
0.9484 
0.9486 
14 
15 
16 
17 
18 
19 
20 
21 
22 
23 
24 
25 
26 
0.9490 
0.9494 
0.9487 
0.9488 
0.9504 
0.9491 
0.9492 
0.9492 
0.9495 
0.9495 
0.9497 
0.9490 
0.9490 
Source: Rao etal, 1986 
Sample data & Histograms 
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Table A4.1 
Score Class 
20-30 
30-40 
40-50 
50-60 
60-70 
70-80 
80-90 
90-100 
100-110 
110-120 
120-130 
Frequency 
1 
5 
7 
15 
18 
23 
19 
16 
8 
5 
1 
Ef=118 
Figure A4.1 
(Normal Distribution) 
N=118 
100- 120-
110 130 
FREQUENCY 
Mean=74.8, Std. Dev=20.78 
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Openness 
Table A5.1 
Appendix-5 
Score (x) 
5 
6 
7 
8 
9 
10 
11 
12 
13 
14 
15 
16 
17 
18 
Frequency (f) 
1 
1 
2 
3 
6 
10 
14 
26 
17 
13 
11 
6 
5 
3 
If=118 
30-ff 
Figure A5.1 
(Normal Distribution) 
N=118 
5 6 7 8 9 10 11 12 13 14 15 16 17 18 
I Frequency 
Mean=12.47, Std. Dev=2.55 
^ ' 
^^^S^ 
Confrontation 
Table A5.2 
Score (x) 
6 
7 
8 
9 
10 
11 
12 
13 
14 
15 
16 
17 
Frequency (f) 
1 
2 
3 
10 
13 
17 
19 
20 
18 
9 
4 
2 
Sf=118 
Figure A5.2 
(Normal Distribution) 
N=118 
6 7 8 9 10 11 12 13 14 15 16 17 
I Frequency 
Mean=12.06, Std. Dev=2.22 
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25 
20 
15 
10 
5 
0 
Trust 
Table A5.3 
Score (x) 
6 
8 
9 
10 
11 
12 
13 
14 
15 
16 
17 
18 
Frequency (f) 
1 
1 
4 
6 
22 
24 
21 
17 
14 
5 
2 
1 
5:f=ii8 
Figure A5.3 
(Normal Distribution) 
N=118 
m 
J 
6 8 9 10 11 12 13 14 15 16 17 18 
I Frequency 
Mean=12.65, Std. Dev=1.99 
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Authenticity 
Table A5.4 
Scores (x) 
5 
7 
8 
9 
10 
11 
12 
13 
14 
15 
Frequency (f) 
1 
6 
7 
10 
24 
29 
21 
12 
5 
3 
i:f=118 
Figure A5.4 
(Normal Distribution) 
N=118 
5 7 8 9 10 11 12 13 14 15 
I Frequency 
Mean=10.8, Std. Dev=1.88 
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20 
15 
10-1 
5-1 
0 
Proaction 
Table A5.5 
Score (x) 
6 
8 
9 
10 
11 
12 
13 
14 
15 
16 
17 
18 
19 
20 
Frequency (f) 
1 
6 
9 
13 
14 
15 
19 
12 
10 
8 
5 
3 
2 
1 
Ef=118 
Figure A5.5 
(Normal Distribution) 
N=118 
N U 
kii. 
I I • 
4 
n 
M 
6 8 9 10 11 12 13 14 15 16 17 18 19 20 
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Score (x) 
6 
7 
8 
9 
10 
11 
12 
13 
14 
15 
16 
Frequency (f) 
1 
1 
2 
6 
25 
31 
21 
18 
10 
2 
1 
Ef=118 
Figure A5.6 
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Collaboration 
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Figure A5.7 
(Normal Distribution) 
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Experimentation 
Table A5.8 
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